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CHAPTER 1: INTRODUCTION
T h i s  s t u d ?  examined t h e  l i n e - s t a f f  l i t e r a t u r e  and deve loped  new 
p r o p o s i t i o n s  about t h e  In f lu e n c e  of  t h e  l i n e —s t a f f  s t r u c t u r e  on academic 
managers  and t h e i r  I n s t  I t  u t  Iona.  The r e s e a r c h  problem was t o  I d e n t i f y  
b e h a v i o r - 1  Inked  l i n e - s t a f f  d i s t  lngu lah lng  v a r i a b l e s  which have been 
documented In t h e  g e n e r a l  management o r  t h e  h ighe r  e d u c a t i o n  l i t e r a t u r e  
and a p p e a r  t o  be s t r o n g  cand ida te s  f o r  f u t u r e  s tu d y  i n  c o l l e g e  and u n i -1 
v e r s l t y  a d m i n i s t r a t i o n .  Emphasis was p l a c e d  on i d e n t i f y i n g  l i n e - s t a f f  
d i f f e r e n c e s  which c o u l d  le ad  to behav io rs  d i s r u p t i v e  t o  o r g a n i s a t i o n a l  
f u n c t i o n i n g .  Content  a n a l y s i s  was employed t o  t e s t  h y p o t h e s e s  abou t  
t h e  l i t e r a t u r e  and t o  pe r fo rm  suppor t ing  a n a l y s e s .  The r e s u l t s  o f  t h e  
a n a l y t i c a l  p ro c e d u re s  were used to frame new p r o p o s i t i o n s  about  s t r u c ­
t u r e - r e l a t e d  d i f f e r e n c e s  between academic  l i n e  and s t a f f  managers a n d  
t h e  i n f l u e n c e  of t h e s e  d i f f e r e n c e s  on p e r s o n n e l  and I n s t i t u t i o n a l  f u n c -  
t  i o n i n g .
Importance o f  t h e  S tudy 
Review o f  t h e  h i g h e r  education l i t e r a t u r e  i n d i c a t e d  t h a t  t h e  l i n e -  
s t a f f  c o n c e p t  and i t s  o p e r a t i o n a l  consequences  are n o t  w e l l  u n d e r s t o o d  
i n  c o l l e g e  and  u n i v e r s i t y  management. In  s p i t e  of c r i t i c i s m s  o f  t h e  
l i n e - s t a f f  s t r u c t u r e  In t h e  l i t e r a t u r e  o f  o t h e r  d i s c i p l i n e s ,  t h e  t o p i c  
l a  r a r e l y  d e a l t  w i th  i n  t h e  higher e d u c a t i o n  a d m i n i s t r a t i o n  l i t e r a t u r e .  
M o re o v e r ,  l i t t l e  e f f o r t  h a s  been made t o  a s s e s s  t h e  r e s u l t s  o f  t h e  few 
e x i s t i n g  h i g h e r  e d u c a t i o n  l i n e - s t a f f  s t u d i e s ;  to  compare t h i s  i n fo rm a ­
t i o n  w i t h  r e l e v a n t  m a t e r i a l  on co l lege  and u n i v e r s i t y  middle  managers ;  
o r  t o  I n t e g r a t e  f i n d i n g s  o f  higher e d u c a t i o n  r e s e a r c h  with  p e r t i n e n t
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i n f o r m a t i o n  p r e s e n t e d  i n  t h e  l i t e r a t u r e  o f  o t h e r  d i s c i p l i n e s .  I n  s h o r t , 
i t  a p p e a r s  c o l l e g e  and u n i v e r s i t y  a d m i n i s t r a t o r s  a r e  I n  a  p o o r  p o s i t i o n  
t o  r e c o g n i z e  t h e  p o t e n t i a l  i n f l u e n c e  o f  t h e  l l n e - a t a f f  s t r u c t u r e  on p e r ­
sonne l  and i n s t i t u t i o n a l  f u n c t i o n i n g  o r  t o  I d e n t i f y  l i n e —s t a f f  r e l a t e d  
p rob lems i f  t h e y  a r i s e *
The f a l L u r e  o f  h i g h e r  e d u c a t i o n  t o  a d d r e s s  t h e  l l n e - a t a f f  t o p i c  
more f u l l y  o r  t o  c o n s i d e r  I n f o r m a t i o n  f rom o t h e r  d i s c i p l i n e s  can he a t ­
t r i b u t e d  In  p a r t  t o  t h e  c o n f u s i o n  on L ine  and  s t a f f  w i t h i n  t h e  g e n e r a l  
management l i t e r a t u r e *  P rob lem s  a s s o c i a t e d  w i t h  s t r u c t u r e - r e l a t e d  d i f ­
f e r e n c e s  be tween  l i n e  and s t a f f  m anagers  a r e  a  dominant  the m e  in  much 
o f  t h i s  m a t e r i a l .  For e x a m p le ,  d i f f e r e n c e s  be tw ee n  l i n e  and  s t a f f  on 
such p o s i t i o n  v a r i a b l e s  a a  s t a t u s *  o p p o r t u n i t y  f o r  a d v a n c e m e n t ,  and 
a c c e p t a n c e  have been l i n k e d  t o  such  b e h a v i o r s  a s  h i g h  t u r n - o v e r  r a t e *  
d i s r u p t i o n  of s c h e d u l e s ,  and l a c k  o f  c o o p e r a t i o n  among m a n a g e r s ,  a l l  
b e h a v i o r s  which  can re d u c e  e f f e c t i v e  o r g a n i s a t i o n a l  f u n c t i o n i n g .  S im i ­
l a r  r e p o r t s  have a p p e a re d  c o n c e r n i n g  p e r s o n a l  v a r i a b l e s ,  e . g . ,  age and 
e d u c a t i o n ,  and p s y c h o l o g i c a l  v a r i a b l e s  s u c h  a s  j o b  s a t i s f a c t i o n  and 
d i s p o s i t i o n  tow ard  c h a n g e .  On t h e  o t h e r  h a n d ,  some s t u d i e s  c l a i m  t h a t  
d i f f e r e n c e s  be tween  l i n e  and s t a f f  mangers  no l o n g e r  e x i s t .  U n fo r tu ­
n a t e l y ,  a m b i g u i t i e s  and c o n t r a d i c t i o n s  i n  t h e  l i t e r a t u r e  make t h e  i n f o r ­
mation  d i f f i c u l t  t o  i n t e r p r e t  t h e o r e t i c a l l y  o r  t o  a p p l y  p r a c t i c a l l y .
This  d i f f i c u l t y  i s  I n c r e a s e d  by t h e  a b s e n c e  In  t h e  g e n e r a l  management 
l i t e r a t u r e  o f  an  u p - t o - d a t e  c u m u l a t i v e  r e v i e w  o f  I n f o r m a t i o n  on l i n e -  
s t a f f  d i f f e r e n c e s *
The l a c k  o f  c l a r i t y  in  t h e  g e n e r a l  management l i t e r a t u r e  combined 
w i th  h i g h e r  e d u c a t i o n 1a l a c k  o f  a t t e n t i o n  t o  t h e  l i n e - s t a f f  t o p i c  a l s o
nhave c o n t r i b u t e d  t o  h ig h e r  e d u c a t i o n 1a f a i l u r e  t o  r e c o g n i z e  p o t e n t i a l  
s i m i l a r i t i e s  between l l n e - a t a f f  problems and m id d le  management p roblems .  
R e c e n t l y  much e f f o r t  has  been devo ted  t o  d e s c r i b i n g  t h e  c h a r a c t e r i s t i c s  
and prob lems  o f  academic  midd le  m anagers ,  p a r t i c u l a r l y  managers  h o ld in g  
s t a f f  p o s i t i o n s .  Problems a t t r i b u t e d  t o  t h e  a d m l n l e t r a t l v e  h i e r a r c h i c a l  
s t r u c t u r e  a p p e a r  In  many c a s e s  t o  be v e ry  s i m i l a r  t o  t h o s e  a t t r i b u t e d  
e l s e w h e r e  t o  s t r u c t u r e - r e l a t e d  d i f f e r e n c e s  between l i n e  and s t a f f  mana­
g e r s .  Thiii phenomenon seems l a r g e l y  un recogn ized  In t h e  h i g h e r  educa­
t i o n  l i t e r a t u r e .
In  s p i t e  o f  e v id e n c e  o f  a p o o r l y  developed u n d e r s t a n d i n g  of  th e  
l i n e - s t a f f  s t r u c t u r e  in  t h e  h i g h e r  e d u c a t io n  l i t e r a t u r e  and  a lack  o f  
c l a r i t y  i n  t h e  g e n e r a l  management l i t e r a t u r e ,  c o n s i d e r a b l e  In fo rm a t io n  
on b e h a v l o r - l l n k e d  l l n e - a t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  and t h e i r  conse­
qu en ce s  I s  a v a i l a b l e  w i t h i n  t h e  two l i t e r a t u r e  s e t s .  Moreover,  s i m i l a r ­
i t i e s  between s e t s  s u g g e s te d  m a t e r i a l  from each  a r e a  i s  m u tu a l ly  e n l i g h t ­
e n i n g .  T h i s  was a fundam enta l  as sum pt ion  i n  t h e  p r e s e n t  s t u d y  and was 
r e f l e c t e d  i n  t h e  a n a l y s i s  p ro c e d u re  and i n  t h e  i n t e r p r e t a t i o n  of  r e s u l t s .
T h i s  s tu d y  a n a l y z e d  t h e  e x i s t i n g  l i n e - s t a f f  l i t e r a t u r e  t o  i d e n t i f y  
b e h a v i o r - l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  which a r e  s t r o n g  
c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  in  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  The 
r e s u l t s  o f  t h e  a n a l y s i s  were used  t o  g e n e r a t e  new r e s e a r c h  p r o p o s i t i o n s  
abou t  how t h e  academic  l i n e - s t a f f  s t r u c t u r e  i n f l u e n c e s  c o l l e g e  and u n i ­
v e r s i t y  managers and t h e i r  i n s t i t u t i o n s .  Without  an l n - d e p t h  a n a l y s i s  
o f  a v a i l a b l e  l i n e - s t a f f  i n f o r m a t i o n ,  l e a d in g  t o  such h y p o th e s e s ,  t h e  
h i g h e r  e d u c a t i o n  and  g e n e r a l  management l i t e r a t u r e  p ro v id e  l i t t l e  d i r e c ­
t i o n ,  The new t e s e a r c h  p r o p o s i t i o n s  c o n s t i t u t e d  t h e  majo r  outcome of
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t h i s  e f f o r t .  O th e r  outcomes I n c l u d e d :  an u p - t o - d a t e  r e v i e w  o f  t h e  g e n ­
e r a l  management l l n e - a t a f f  l i t e r a t u r e ;  a  s y n t h e s i s  o f  t h e  I n f o r m a t i o n  
on Line and s t a f f  i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ;  and a com par ison  
o f  l l n e - a t a f f  m a t e r i a l  w i th  r e l e v a n t  I n f o r m a t i o n  on academic  m idd le  
m anagers .  F u r t h e r ,  t h i s  s t u d y  used  c o n t e n t  a n a l y s i s  a s  I t s  r e s e a r c h  
method,  C o n te n t  a n a l y s i s  has  no t  been  used o f t e n  In h i g h e r  e d u c a t i o n  
r e s e a r c h ,  and I t s  p o t e n t i a l  a s  a  p ro c e d u re  f o r  g e n e r a t i n g  new r e s e a r c h  
p r o p o s i t i o n s  and q u e s t i o n s  from d i s p a r a t e  document s o u r c e s  w a r r a n t e d  
e x p l o r a t I o n *
s t a t e m e n t  o f  P roblem 
The r e s e a r c h  p rob lem a d d r e s s e d  h e r e  was t h e  i d e n t i f i c a t i o n  o f  p o s i ­
t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  which  p o t e n t i a l l y  d i s t i n ­
g u i s h  ba t  ween academ ic  l i n e  and s t a f f  managers  and a r e  s t r o n g  c a n d i d a t e s  
f o r  f u t u r e  s t u d y  i n  h i g h e r  e d u c t i o n  management.  A c o n t e n t  a n a l y s i s  o f  
t h e  h i g h e r  e d u c a t i o n  and g e n e r a l  management l i n e - s t a f f  l i t e r a t u r e  was 
u sed  t o  i d e n t i f y  d i s t i n g u i s h i n g  v a r i a b l e s  which have been l i n k e d  t o  o r ­
g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r a  o f  l i n e  and s t a f f  managers .  V a r i a b l e s  
which emerged f rom a n a l y s i s  o f  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  were  In ­
t e g r a t e d  w i th  t h o s e  from t h e  g e n e r a l  management l i t e r a t u r e  t o  g e n e r a t e  
a  l i s t  of  v a r i a b l e s  which a p p e a r  t o  be im p o r t a n t  e l e m e n t s  In  u n d e r s t a n d ­
ing  t h e  i n f l u e n c e  o f  t h e  l i n e - s t a f f  s t r u c t u r e  on academic  l i n e  and s t a f f  
managers and t h e i r  I n s t i t u t i o n s .  A w e i g h t i n g  scheme was a p p l i e d  t o  
t h e s e  v a r i a b l e s  t o  d e t e r m i n e  t h e i r  r e l a t i v e  s t r e n g t h  a s  c a n d i d a t e s  f o r  
f u t u r e  r e s e a r c h  i n  h i g h e r  e d u c a t i o n  management.  For  each c a n d i d a t e  
v a r i a b l e ,  a d d i t i o n a l  d a t a  c o l l e c t e d  t h r o u g h  t h e  c o n t e n t  a n a l y s i s
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p r o c e d u r e  were used  t o  d e t e rm in e  a s s o c i a t e d  k in d s  o f  o r g a n l s a t i o n a l l y  
r e l e v a n t  b e h a v i o r s ,  p a t t e r n s  In  f i n d i n g s  on s p e c i f i c  L l n e - a t a f f  d i f f e r ­
e n c e s ,  and p a t t e r n s  in  f i n d i n g s  on t h e  Impact  ( a d v a n t a g e  o r  d l s a d v a n -  
t a g e )  of  d i f f e r e n c e s  on l i n e  and s t a f f  m a n a g e r s .
The r e s u l t e  of  t h e s e  a n a l y s e s  were used  t o  d e v e lo p  new r e s e a r c h  
p r o p o s i t i o n s  about  t h e  i n f l u e n c e  of  t h e  l i n e - s t a f f  e t t u c t u r e  on h i g h e r  
e d u c a t i o n  managers and t h e i r  i n s t i t u t i o n s .  New r e s e a r c h  p r o p o s i t i o n s  
f o r  e a c h  c a n d i d a t e  v a r i a b l e  were framed u s i n g  r e s u l t s  i n d i c a t i n g  how 
managers  have been r e p o r t e d  t o  d i f f e r  on v a r i a b l e s ,  how managers have  
been r e p o r t e d  t o  be a dvan taged  o r  d i s a d v a n t a g e d  by d i f f e r e n c e s  on v a r i ­
a b l e s ,  and what o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  have been r e p o r t e d  
t o  be a s s o c i a t e d  w i t h  d i f f e r e n c e s  nn v a r i a b l e s .  Each b e h a v i o r - 1  inked  
l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  was d i s c u s s e d  In  t e r m s  o f  i t s  o v e r a l l  
s t r e n g t h  a s  a c a n d i d a t e  f o r  f u t u r e  r e s e a r c h ;  I t s  r e l a t i o n  t o  t h e  t r a d i ­
t i o n a l  c o n c e p t i o n  o r  r e c e n t  e v o l u t i o n  o f  t h e  L i n e - s t a f f  s t r u c t u r e ;  and 
i t s  r e l a t i o n  t o  p e r t i n e n t  e v e n t s  In  t h e  h i s t o r y  o f  h i g h e r  e d u c a t io n *
In  summary, t h i s  r e s e a r c h  p r o j e c t  a d d r e s s e d  t h e  f o l l o w i n g  major  
r e s e a r c h  q u e s t  lone :
•  What p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  have been 
documented i n  t h e  h ig h e r  e d u c a t i o n  o r  t h e  g e n e r a l  management l i t ­
e r a t u r e  a s  b e h a v i o r - l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ?
•  Among t h e s e  v a r i a b l e s ,  which a r e  s t r o n g  c a n d i d a t e s  f o r  f u r t h e r  
s tu d y  in  h ig h e r  e d u c a t i o n  r e s e a r c h ?
•  What d i f f e r e n c e s  between academic  Line and s t a f f  managers on 
t h e s e  v a r i a b l e s ,  impact on academic  managers  s temming from 
t h e s e  d i f f e r e n c e s ,  and b e h a v i o r s  a s s o c i a t e d  w i th  t h e s e  d i f f e r ­
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ence s  can be e x  pact  ad I n  f u t u r e  r e s e a r c h  based  on t h e  in fo rm a­
t i o n  in  t h e  g e n e r a l  management and t h e  h i g h e r  e d u c a t i o n  l i t e r ­
a t u r e ?
The con ten t  a n a l y s i s  p rocedu re  used t o  a d d r e s s  t h e s e  q u e s t i o n s  In ­
v o lv e d  t e s t i n g  h y p o t h e s e s  and p e r fo rm ing  s u p p o r t i n g  a n a ly s e s *  The gen­
e r a l  h y p o th e s e s  a r e  d e s c r i b e d  i n  t h e  fo l low ing  s e c t i o n .
G e n e ra l  Hypotheses
C o n te n t  a n a l y s i s  o f  t h e  g e n e r a l  management and h ig h e r  e d u c a t i o n  
l i t  s t a t u r e  on l i n e  and  s t a f f  was used t o  t e s t  f o u r  g e n e r a l  h y p o t h e s e s  
t o  I d e n t i f y  c a n d i d a t e  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s .  S e v e r a l  
s p e c i f i c  hypo theses  were  a s s o c i a t e d  with  each o f  t h e  fou r  g e n e r a l  hy­
p o t h e s e s *  The fou r  g e n e r a l  h y p o th e s e s  were b as ed  on th e  l l n e - a t a f f  
l i t  s t a t u r e ,  t h e  t h e o r e t i c a l  background o f  t h e  S t u d y ,  and t h e  r e q u i r e ­
m en ts  o f  t h e  c o n ten t  a n a l y s i s  r e s e a r c h  design* These h y p o th e s e s  a r e  
p r e s e n t e d  below:
s General  H y p o t h e s i s  1* I t  was hy p o th e s ized  t h a t  t h e  g e n e r a l  
management l i t e r a t u r e  i n d i c a t e s  t h a t  t h e  l i n e - s t a f f  s t r u c t u r e  
shapes  some p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c ­
t i o n  c r i t e r i a ,  and p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  l i n e  
and s t a f f  m a n a g e r s .
•  General  H y p o t h e s i s  I I * I t  was h y p o th e s i z e d  t h a t  t h e  g e n e r a l
management l i t e r a t u r e  i n d i c a t e s  t h a t  d i f f e r e n c e s  be tween  l i n e  and 
s t a f f  managers  on th o s e  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  
v a r i a b l e s  i d e n t i f i e d  a s  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  can 
r e s u l t  in manager  b e h a v i o r s  which a r e  o r g a n i z a t i o n a l l y  r e l e v a n t .
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•  G enera l  H ypo thes i s  H h  I t  was h y p o t h e s i z e d  t h a t  t h e  h i g h e r  ed­
u c a t i o n  l i t e r a t u r e  I n d i c a t e s  t h a t  t h e  l i n e - s t a f f  s t r u c t u r e  shapes  
some p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t  ton  
c r i t e r i a ,  and p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  academic  
l i n e  and s t a f f  managers*
•  G e n e ra l  H y p o th e s i s  IV* I t  was h y p o t h e s i s e d  t h a t  t h e  h i g h e r  e d ­
u c a t i o n  L i t e r a t u r e  I n d i c a t e s  t h a t  d i f f e r e n c e s  be tween  academic  
l i n e  and  s t a f f  managers on th o s e  p o s i t i o n ,  p e r s o n a l ,  and psycho­
l o g i c a l  v a r i a b l e s  l d e n t l f e d  a s  academic  l i n e - s t a f f  d i s t i n g u i s h ­
ing v a r i a b l e s  can r e s u l t  in manager b e h a v i o r s  which a r e  o r g a n i ­
z a t i o n a l l y  r e l e v a n t .
S p e c i f i c  h y p o th e se s  a s s o c i a t e d  w i th  t h e s e  Genera l  h y p o t h e s e s ,  t e s t ­
ing p r o c e d u r e s ,  and a d d i t i o n a l  a n a l y s e s  a r e  d e s c r i b e d  i n  d e t a i l  i n  Chap­
t e r  3.
T h e o r e t l e a l  Rat i o n a l e
There were two u n d e r ly i n g  t h e o r e t i c a l  p e r s p e c t i v e s  In  t h i s  s t u d y .
The f i r s t  a d d r e s s e d  th e  r e l a t i o n s h i p  between o r g a n i z a t i o n a l  s t r u c t u r e s ,  
human b e h a v i o r ,  and o r g a n i z a t i o n a l  f u n c t i o n i n g .  I t  was based  on a s o c i a l -  
s t r u c t u r a l  view o f  t h e  Impact o f  s t r u c t u r e s  on b e h a v i o r  and o r g a n i z a ­
t i o n a l  f u n c t i o n i n g .  The second a d d re s s e d  t h e  l l n e - a t a f f  s t r u c t u r e ' s  
ap p a re n t  t e n d en cy  t o  I n f l u e n c e  Line and s t a f f  managers  d i f f e r e n t l y *
T h i s  second  p e r s p e c t i v e  was d e r i v e d  from t h e  e x i s t i n g  l i n e - s t a f f  l i t e r a ­
t u r e .  These two p e r s p e c t i v e s  were i n t e g r a t e d  t o  form work ing  p rem ises  
which were t h e  b a s es  fo r  t h e  g e n e r a l  r e s e a r c h  h y p o t h e s e s .
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R e l a t i o n  ah Ip  a Amo hr  S t r u c t u r e s .  B eh av io r, and O r g a n iz a t io n a l  F u n c t i o n i n g
The s o c i a l - s t r u c t u r a l  p e r s p e c t i v e  p r e s e n t e d  h e re  has two e x p l a n a ­
t o r y  d i m e n s i o n s .  F i r s t  * I t  p o s i t s  t h a t  by s h a p in g  p o s i t i o n  c h a r a c t e r ­
i s t i c s  and p e r s o n a l  a t t r i b u t e  c r i t e r i a  by which  employees a r e  s e l e c t e d ,  
o r g a n i z a t i o n a l  s t r u c t u r e s  i n f l u e n c e  t h e  p s y c h o l o g i c a l  and b e h a v i o r a l  
r e s p o n s e s  o f  o r g a n i z a t i o n  roemberH. T h i s  p rem is e  was adopted from a r e ­
c e n t  s tu d y  i n  w h ich  Oldham and  Hackman (1981)  concluded f r a a  t h e i r  r e ­
s e a r c h  t h a t  a framework  "w h ich  i n c l u d e s  b o t h  p e r s o n a l  tnd Job c h a r a c t e r ­
i s t i c s  a s  m e d i a t o r s  i s  more e f f e c t i v e  i n  e x p l a i n i n g  s t r u c t  o r e - r e  a c t  ion  
a s s o c i a t i o n s  t h a n  f rameworks  u s in g  e i t h e r  t h e  employee ' s  p e r s o n a l  a t ­
t r i b u t e s  o r  j o b  c h a r a c t e r i s t i c s  a l o n e  a s  m e d i a t o r s "  (p .  79).  R en te r  
( 1 9 7 7 )  a d v a n c e s  a s i m i l a r  p e r s p e c t i v e ,  and a v a r i e t y  of  s t u d i e s  p to v id e  
s u p p o r t i n g  e v i d e n c e  ( S a g a r l a ,  1960 and S c h e i n ,  1971).
The s o c i a l - s t r u c t u r a l  p e r s p e c t i v e  a l s o  p o s i t s  t h a t  member b e h a v i o r s  
a s s o c i a t e d  w i t h  s t r u c t u r e - r e l a t e d  p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  
a t t r i b u t e s ,  and p s y c h o l o g i c a l  r e s p o n s e s  can Impact o r g a n i z a t i o n a l  func­
t i o n i n g .  K a tz  and Kahn (1 9 6 6 )  o u t l i n e  t y p e s  o f  behav ior  r e q u i r e d  f o r  
e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .  They i n c l u d e  such b e h a v i o r s  a s  
( 1 )  j o i n i n g  and s t a y i n g  In  t h e  o r g a n i z a t i o n ;  ( 2 )  p e r f u m i n g  r o l e s  and 
t a s k s  In a d e p e n d a b l e  manner ;  and ( 1 )  e n g a g in g  In Innova t ive  and spon­
t a n e o u s  b e h a v i o r s  which ex ce ed  t h e  r o l e  r e q u i r e m e n t s  of t h e  p o s i t i o n  
( K a tz  and Kahn,  1966,  p.  3 7 7 ) ,  To t h e  e x t e n t  t h a t  s t r u c t u r e s  promote
o r  i n h i b i t  a t t a i n m e n t  of  t h e s e  t y p e s  o f  b e h a v i o r s ,  e t t u c t u r e - r e l a t e d
b e h a v i o r s  c a n  im pac t  o r g a n i z a t i o n a l  f u n c t i o n i n g  e i t h e r  p o s i t i v e l y  o r  
n e g a t i v e l y ,  T hem a t i c  s u p p o r t  f o r  t h i s  p r o p o s i t i o n  i s  present  t h r o u g h ­
o u t  t h e  l i t e r a t u r e .  E m p i r i c a l  e v i d e n c e  s u p p o r t i n g  i t  I s  l e s s  w e l l -
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d e f i n e d *  N e v e r t h e l e s s ,  a number o f  s t u d i e s  e i t h e r  e x p l i c i t l y  o r  I m p l i ­
c i t l y  l i n k  o r g a n i z a t i o n a l  s t r u c t u r e s  t o  member b e h a v i o r ,  a n d  s u b s e q u e n t ­
l y ,  member b e h a v i o r  t o  o r g a n i z a t i o n a l  f u n c t i o n i n g *  Examples  o f  s u c h  
s t u d i e s  and r e p o r t s  I n c lu d e  D a l t o n  (1 9 5 0 ) ,  P o r t e r  and Law le r  ( 1 9 6 5 ) ,  
Koontx and 0 1Donne 11 ( 1976) ,  N a d l e r  and Tushman (1 9 7 7 ) ,  L a w l e r  ( 1 9 7 7 ) ,  
and M iners  (L97B).
R e l a t i o n s h i p  Between t h e  L l n e - S t a f f  S t r u c t u r e  a n d  D i f f e t e n c e e  Between 
L i n e  and  S t a f f  Managers
The p e r s p e c t i v e  p r e s e n t e d  h e r e  emerges from th e  l l n e - a t a f f  l i t e r a ­
t u r e *  I t  I n d i c a t e s  t h a t  t h e  l i n e - s t a f f  s t r u c t u r e  shapes  c e r t a i n  p o s i ­
t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and  p s y ­
c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  managers* T h i s  
theme o f  s t r u c t u r e - r e l a t e d  d i f f e r e n c e s  be tween  Line  and s t a f f  managers  
i s  found t h r o u g h o u t  t h e  l i t e r a t u r e *  In a d d i t i o n  t o  a u t h o r i t y ,  such 
l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  a s  s t a t u s ,  a g e ,  g e n d e r ,  a n d  j o b  
s a t i s f a c t i o n  have been i d e n t i f e d  i n  t h e  aca d e m ic  o r  t h e  n o n -a c a d e m ic  
l i t e r a t u r e  ( P a t t o n ,  1982; Moore and S a g a r i a ,  1982;  G o lem b iew sk i , 1966; 
and  D a l t o n ,  1950)*
In s p i t e  o f  t h e  r e c u r r e n c e  o f  t h i s  the m e ,  t h e r e  a r e  many d i s c r e p ­
a n c i e s  end a m b i g u i t i e s  In  t h e  i n f o r m a t i o n  on l i n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s *  For  exam ple ,  Dimock and  Dlmock ( 1 9 6 4 )  a rgue  t h a t  t h e  s t r u c ­
t u r e  h a s  e v o lv ed  such  t h a t  L i n e - s t a f f  d i f f e r e n c e s  between m a n a g e r s  no 
Longer e x i s t .  Whi le  some o t h e r s  s h a r e  t h i s  v i e w ,  many w r i t e r s  c o n t i n u e  
t o  em phas ize  t h e  e x i s t e n c e  o f  l l n e - a t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ,  bu t  
v a r y  c o n s i d e r a b l y  on what t h e  d i f f e r e n c e s  b e tw ee n  and im p a c t s  on l i n e
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and s t a f f  managers  a r e .  To i l l u s t r a t e :  t h e  l i t e r a t u r e  o f t e n  i d e n t i f i e s
s t a t u s  a s  a  d i s t i n g u i s h i n g  v a r i a b l e ,  bu t  r e p o r t s  v a r y  r e g a r d i n g  whether 
l i n e  o r  s t a f f  managers  have  mote s t a t u s .  S i m i l a r l y ,  r e s p o n s i b i l i t y  i s  
o f t e n  n o t e d  a s  a d i s t i n g u i s h i n g  v a r i a b l e ,  but  w h e th e r  h a v in g  more r e s p o n ­
s i b i l i t y  I s  ad v an tag eo u s  o r  d i s a d v a n t a g e o u s  t o  managera i s  u n c l e a r .
Such d i s c r e p a n c i e s  In  t h e  l i t e r a t u r e ,  combined w i t h  t h e  l a c k  o f  an up- 
t o - d a t e  r e v ie w  and a n a l y s i s  of  a v a i l a b l e  l l n e - a t a f f  i n f o r m a t i o n ,  have 
c o n t r i b u t e d  t o  c o n f u s i o n  and c o n t r o v e r s y  o v e r  t h e  l l n e - a t a f f  I s s u e  in 
t h e o r y  and  in p r a c t i c e .
Working P ram ise e
The concep t  o f  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  which emerged 
from t h e  l i t e r a t u r e  a l lo w ed  t h e  g e n e r a l  s o c i a l - s t r u c t u r a l  p r e m i s e s  de­
s c r i b e d  p r e v i o u s l y  t o  be m odi f ied  t o  i n c o r p o r a t e  t h i s  i d e a .  The fo l low ­
ing  w ork ing  p rem ises  r e s u l t e d :
•  The l i n e - s t a f f  s t r u c t u r e  s h a p e s  some pa s i t  i o n  c h a r a c t e r i s t i c s ,  
p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and  p s y c h o l o g i c a l  r e ­
s p o n s e s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  m anagers .
•  D i f f e r e n c e s  between l i n e  and  s t a f f  managers  on some d i s t i n g u i s h ­
i n g  v a r i a b l e s  can r e s u l t  In  manager b e h a v i o r s  which a r e  o r g a n i ­
z a t i o n a l l y  r e l e v a n t .
These  p r e m is e s  c o n s i t u t e d  t h e  b a s e s  f o r  t h e  s t u d y ’ s g e n e r a l  r e ­
s e a r c h  h y p o t h e s e s .  However,  I t  s h o u l d  be n o te d  t h a t  t h e  c o n t e n t  a n a l y ­
s i s  of  e x i s t i n g  l i n e - s t a f f  l i t e r a t u r e  u n d e r t a k e n  in  t h i s  s t u d y  made no 
a t t e m p t  t o  v a l i d a t e  c l a i m s  about  r e l a t i o n s h i p s  among t h e  l i n e - e t a f f  
s t r u c t u r e ,  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ,  and  a s s o c i a t e d  b e h a v i o r s .
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R a t h e r ,  as t h e  g e n e r a l  h y p o t h e s e s  I n d i c a t e ,  t h e  a im o f  t h e  s t u d y  was t o  
accumula te  and a n a l y t e — In  a  s y s t e m a t i c ,  o b j e c t i v e ,  and q u a n t i t a t i v e  
manner— e x i s t i n g  I n f o r m a t i o n  a bou t  t h e  l l n e - s t a f f  s t r u c t u r e ;  t h a t  i s ,  
t o  de te rm ine  what has  been s a i d  i n  t h e  l i t e r a t u r e  a b o u t  t h e s e  r e l a t i o n ­
s h i p s  and t o  I d e n t i f y  m e a n in g fu l  p a t t e r n s  In t h e  i n f o r m a t i o n .
Overview o f  M e t h o d o l o g ic a l  Approach  
The s tudy  u sed  c o n t e n t  a n a l y s i s  a s  i t s  p r i m a r y  r e s e a r c h  m e thodo logy .  
Content  a n a l y s i s  has  r e c e i v e d  l i t t l e  a t t e n t i o n  I n  h i g h e r  e d u c a t i o n  as  
a  method fo r  t e s t i n g  h y p o t h e s e s  about  docunen t  c o n t e n t s  o r  a s  a  method 
f o r  I n t e g r a t i n g  d a t a  fronn d i s p a r a t e  document s o u r c e s  t o  e s t a b l i s h  b a s e s  
f o r  g e n e r a t i n g  new r e s e a r c h  p r o p o s i t i o n s .  C o n s e q u e n t l y ,  t h e  method and 
I t s  a p p l i c a t i o n  w i t h i n  t h e  p r e s e n t  s t u d y  a r e  I n t r o d u c e d  h e r e .  F o r  a 
complete d i s c u s s i o n  o f  c o n t e n t  a n a l y s i s ,  t h e  work o f  H o l s t  1 ( 1 9 6 9 )  I s  
recommended.
D e f i n i t i o n  o f  Con ten t  A n a l y s i s
According  t o  P a i s l e y ,  c o n t e n t  a n a l y s i s  I s  a  method t h r o u g h  which 
comnunl ca t  ions  c o n t e n t ,  o r a l  and  w r i t t e n ,  i s  " t r a n s f o r m e d ,  t h r o u g h  ob­
j e c t i v e  and s y s t e m a t i c  a p p l i c a t i o n  o f  c a t e g o r i z a t i o n  r u l e s ,  i n t o  d a t a  
t h a t  can be summarized and compared"  ( I n  Holst  1,  1969 ,  p .  3 ) .  A c on ten t  
a n a l y s i s  r e s e a r c h  d e s ig n  I n c l u d e s  c o n t e x t  u n i t s ,  c a t e g o r i e s ,  c o n t e n t  
v a r i a b l e s  ( c o d in g  u n i t s ) ,  c a t e g o r i z a t i o n  r u l e s ,  a  s t a t e m e n t  o f  r e l a t i o n ­
s h i p s  among c a t e g o r i e s ,  and a  sys tem o f  enu m era t io n *  In  g e n e r a l ,  t h e  
method Invo lves  cod ing  s p e c i f i e d  c o n t e n t  o f  s o u r c e  u n i t s  a c c o r d i n g  t o  
p rede te rm ined  c a t e g o r i z a t i o n  r u l e s  and a p p l y i n g  one  o r  more s y s t e m s  of
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e n u m e ra t io n  t o  t e a t  h y p o t h e s e s  and t o  per fo rm  a d d i t i o n a l  a n a l y s e s  o f  
coded d a t a  ( H o l s t i ,  1969)*
Con ten t  a n a l y s i s  h a s  b een  used  w id e ly  In a v a r i e t y  of  r e s e a r c h  
a r e a s  i n c l u d i n g  p o l i t i c a l  s c i e n c e ,  s o c i o l o g y ,  p s y c h o lo g y ,  s o c i a l  psy­
c h o l o g y ,  e d u c a t i o n ,  p s y c h o th e r a p y ,  j o u r n a l i s m ,  l i n g u i s t i c s ,  and l i t e r *  
a t u r e .  Recent  exam ples  o f  r e s e a r c h  employing c o n t e n t  a n a l y s i s  i n c l u d e :  
a s t u d y  o f  t h e  b a s e  of  knowledge on c h i l d  abuse a v a i l a b l e  to  s o c i a l  
w o rk e r s  t h r o u g h  majo r  J o u r n a l s  (Ca in  and Rlerman,  1979) ;  a s t u d y  o f  t h e  
r o l e  and f u n c t i o n s  o f  s c h o o l  p s y c h o l o g i s t s  a s  r e p r e s e n t e d  by c o l l e g e  
l e v e l  p sycho logy  t e x t s  (Wise ,  1961);  and a s tu d y  o f  t h e  news cove ra ge  
g i v e n  t h e  Kennedy Campaigns by Titae and Me vs  week magaz ines  ( P e d l a r ,  
Smith ,  and Meeske,  19B3)■ These s t u d i e s  i l l u s t r a t e  anna of  t h e  d i v e r s e  
s u b j e c t  a r e a s  t o  which c o n t e n t  a n a l y s i s  has  been a p p l i e d .
The p r e s e n t  s t u d y  r e s e m b le s  t h e  r e s e a r c h  by Cain and Klerman in  
t h a t  t h e  p r im ary  c o n c e r n  h e r e  was t o  d e te rm in e  what b a s e  o f  knowledge 
l a  a v a i l a b l e  In  j o u r n a l s  and t e x t s  t o  t h e o r e t i c i a n s  and p r a c t i t i o n e r s  
r e g a r d i n g  l l n e - s t a f f  d i f f e r e n c e s  and r e l a t e d  b e h a v i o r s .  S p e c i f i c a l l y ,  
c o n t e n t  a n a l y s i s  was employed h e re  t o  i d e n t i f y  from th e  a v a i l a b l e  l i t e r ­
a t u r e :  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ;  t h e  d i r e c ­
t i o n  o f  d i f f e r e n c e s  between l i n e  and s t a f f  managers  on d i s t i n g u i s h i n g  
v a r i a b l e s ;  t h e  d i r e c t i o n  of  t h e  impact  on managers  of  d i f f e r e n c e s ;  and 
t h e  k i n d s  o f  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  which have been l i n k e d  
t o  t h e s e  d i f f e r e n c e s !
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Advantages and L im itations of Content Anal v i s
A major  advan tage  of c o n t e n t  a n a l y s i s  a s  a p p l i e d  in t h i s  s tu d y  was 
t h a t  I t  p rov ided  a s y s t e m a t i c ,  o b j e c t i v e ,  and r e p l i c a b l e  method f o r  r e -  
v i  owing , a n a l y z i n g ,  and s y n t h e s i z i n g  In fo rm a t io n  from a d i v e r s e  and 
seem ing ly  c o n t r a d i c t o r y  body o f  l i t e r a t u r e .  A l s o ,  t h e  c o n t e n t  a n a l y s i s  
p ro ced u re  p ro v id e d  a  q u a n t i t a t i v e  approach  fo r  t e s t i n g  h y p o th e se s  about  
t h e  c o n t e n t s  o f  documents which v a r i e d  c o n s i d e r a b l y  In t h e i r  o r g a n i s a ­
t i o n  fo c u s ,  r e s e a r c h  M ethodolog ies ,  and modes o f  p r e s e n t a t i o n *  Content  
a n a l y s i s  a l lowed  d a t a  from bo th  q u a l i t a t i v e  and  q u a n t i t a t i v e  document 
s o u r c e s  t o  be i n t e g r a t e d  and used t o  t e s t  r e s e a r c h  h y p o th e se s  and a l ­
lowed r e s u l t s  t o  be repor ted  in  a q u a n t i t a t i v e  form.  F u r t h e r ,  because  
t h e  method s u p p o r te d  f l e x i b l e  a n a l y s i s  of d a t a ,  b o t h  q u a n t i t a t i v e  and 
q u a l i t a t i v e  a s s e s s m e n ts  of r e s u l t s  were i n c o r p o r a t e d  w i t h i n  t h e  a n a l y ­
s i s  p ro ced u re s  t o  en r ich  t h e  I n f o r m a t i o n  o b t a i n e d  th ro u g h  t h e  p rocess*  
F i n a l l y ,  c o n t e n t  a n a l y s i s  f u l f i l l e d  t h e  need i n  t h i s  s tudy  f o r  a method 
t o  i n v e s t i g a t e  a problem Hin  which t h e  conten t  o f  cooinunl c a t  ions  s e r v e s  
a s  t h e  b a s i s  o f  in f e r e n c e "  ( H o l s t i ,  1969, p.  2 ) ,  I t  p rov ided  an a p p ro ­
p r i a t e  p ro ced u re  f o r  e s t a b l i s h i n g  a w e l l -g ro u n d e d  i n f o r m a t io n  base  from 
which new r e s e a r c h  p r o p o s i t i o n s  c o u l d  be developed  about t h e  i n f l u e n c e  
o f  t h e  l l n e - s t a f f  s t r u c t u r e  on academ ic  managers and t h e i r  i n s t i t u t i o n s *  
There were t h r e e  m e thodo log ica l  l i m i t  a t  i o n s  which were p e r t i n e n t  
t o  t h i s  s tudy* F i r s t ,  not a l l  e x i s t i n g  documents r e l a t i n g  t o  l l n e - s t a f f  
d i s t i n c t i o n s  and a s s o c i a t e d  b e h a v i o r s  could be rev ie w e d  and a n a l y z e d .
The p r e s e n t  r e s e a r c h  at tempted t o  d im in i s h  th e  e f f e c t s  o f  t h i s  l i m i t a t i o n  
by i n c l u d i n g  i n  t h e  content a n a l y s i s  a s  many r e l e v a n t  documents a s  could
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be I d e n t i f i e d  and o b t a i n e d .  However,  t h e  ■ample o f  docum ents  was s e l e c ­
t i v e ,  and gene r a i l  r a t  i o n s  o f  t h e  f i n d i n g s  o f  t h e  s t u d y  w ere  q u a l i f i e d  
a c c o r d i n g l y *
S econd ,  t h e  o v e r a l l  body o f  L i t e r a t u r e  which  com pares  l i n e  and 
s t a f f  n anago re  on v a r i a b l e a  o f  I n t e r e s t  l a  r e l a t l v e y  s m a l l ,  t h u s  t h e  
s i z e  of  t h e  sample  number o f  docum en ts  w h ic h  a d d r e s s  any one  v a r i a b l e  
was smal l*  For  example ,  when t e s t i n g  h y p o t h e s e s  t o  d e t e r m i n e  w h e t h e r  a  
v a r i a b l e  has  been documented a s  a  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  
t h e  v a r i a b l e  may have b een  a d d r e s s e d  by o n l y  t h r e e  o r  f o u r  s t u d i e s *
Such s m a l l  sample  s i z e s  p r e v e n t e d  t h e  u s e  o f  Chi  S qua re  a n a l y s e s  o r  
o t h e r  s i m i l a r  s t a t i s t i c a l  t e c h n i q u e s .  R e l a t e d l y ,  t h e  l i t e r a t u r e  on l i n e  
and s t a f f  d i f f e r e n c e s  I n c l u d e s  o n l y  a s m a l l  number o f  e m p i r i c a l  s t u d i e s  
and t h i s  c o n d i t i o n  e x c l u d e d  use  o f  m e t a - a n a l y s i s  t e c h n i q u e s .  Conse­
q u e n t l y ,  h y p o t h e s i s  t e s t i n g  was a c c o m p l i s h e d  t h r o u g h  s t r a i g h t - f o r w a r d  
f r e q u e n c y  c o u n t s .  P roblems  a s s o c i a t e d  w i t h  u s i n g  f r e q u e n c y  c o u n t s  
t o  t e s t  h y p o t h e s e s  a r e  d i s c u s s e d  in  d e t a i l  in  C h a p t e r  3; how ever ,  i t  
s h o u ld  be n o t e d  h e re  t h a t  t h i s  l i m i t a t i o n  was l a r g e l y  o f f s e t  by u s i n g  
a w e i g h t i n g  scheme t o  q u a l i f y  t h e  r e s u l t s  o f  h y p o t h e s i s  t e s t i n g .
F i n a l l y ,  t h e  c o n t e n t  a n a l y s i s  m e th o d o lo g y  i s  somewhat l i m i t e d  by 
t h e  i n h e r e n t  d i f f i c u l t i e s  In  d e v e l o p i n g  c a t e g o r i e s  and  c r i t e r i a  f o r  a s ­
s i g n i n g  c o n t e n t  u n i t s  t o  c a t e g o r i e s .  In t h i s  s t u d y ,  c a t e g o r y  dev e lo p m en t  
was based  on t h e  l l n e - s t a f f  l i t e r a t u r e  and  t h e  t h e o r e t i c a l  r a t i o n a l e ,  a s  
s u g g e s t e d  by H o l s t  1 (1969)* The p rob lem s  o f  d e s i g n i n g  r e l i a b l e  c o d i n g  
p r o c e d u r e s  were a d d r e s s e d  t h r o u g h  d e v e l o p i n g  s t a n d a r d i z e d  co d in g  i n s t r u c ­
t i o n s  and a s s e s s i n g  c a t e g o r y  r e l i a b i l i t y  t h r o u g h  i n t e r - c o d e r  r e l i a b i l i t y  
t e s t i n g  ( H o l s t i ,  L969 and  S c o t t ,  1955).
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D e f i n i t i o n  o f  Terms
Key t e r n s  and p h r a s e s  used In t h i s  r e s e a t c h  r e p o r t  a r e  d e f in e d  as  
f o l l o w s :
•  Academic l i t e r a t u r e  i s  d e f i n e d  a s  l i t e r a t u r e  t h a t  p e r t a i n s  d i ­
r e c t l y  t o  i n s t i t u t i o n s  of  h i g h e r  e d u c a t i o n .  The phrase  " a c a -  
detalc l i t e r a t u r e "  I s  used synonymously w i t h  t h e  p h ra s e  " h ig h e r  
e d u c a t i o n  l i t e r a t u r e . "
•  Academic manager i s  d e f i n e d  as an i n d i v i d u a l  who h o ld s  a mana­
g e r i a l  p o s i t i o n  in  an i n s t i t u t i o n  of  h i g h e r  e d u c a t i o n .
•  C a n d i d a t e  v a r i a b l e  i a  d e f i n e d  a s  a p o s i t i o n ,  p e r s o n a l ,  o r  pay™ 
c h o l o g i c a l  v a r i a b l e  which h a s  been i d e n t i f i e d  w i t h i n  t h i s  s tudy 
a s  a  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  which 
p o t e n t i a l l y  d i f f e r e n t i a t e s  between academic  l i n e  and s t a f f  
m anagers .
•  D i f f e r e n c e s  on l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  a r e  de f in e d  
a s  t h e  r e p o r t e d  r e l a t i v e  d i f f e r e n c e  between l i n e  and s t a f f  man­
age  r e  on a  v a r i a b l e .  D i f f e r e n c e s  a r e  d e s c r i b e d  a s  "more" o r  
" l e s s "  o r  " p o s i t i v e "  o r  " n e g a t i v e * "
a Im pac ts  r e s u l t i n g  from d i f f e r e n c e s  on l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  a r e  d e f i n e d  as  t h e  r e p o r t e d  q u a l i t a t i v e  a f f e c t s  of  a 
d i f f e r e n c e  on l i n e  and s t a f f  managers* Im p ac ts  a r e  d e s c r i b e d  
a s  " a d v a n ta g e o u s "  o r  " d i s a d v a n t a g e o u s . "
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•  Llite manage r  1» d e f i n e d  a s  « manager who t r a d i t i o n a l l y  Holds 
fo rm al  a u t h o r i t y  w i t h i n  t h e  o r g a n i s a t i o n  c h a i n  o f  command and 
pe r fo rm s  d u t i e s  r e l a t e d  t o  t h e  p r im ary  o b j e c t i v e s  o f  an o rg a n ­
i z a t i o n .
•  L l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  a r e  d e f i n e d  a s  thoHe p o s i ­
t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s ,  and p s y c h o l o g i c a l  
r e s p o n s e s  on which l i n e  and s t a f f  m a n a g e r s  have been r e p o r t e d  
t o  d i f f e r  I n  t h e  e x i s t i n g  l i t e r a t u r e .
•  Won-academic l i t e r a t u r e  i s  d e f in e d  a s  l i t e r a t u r e  o t h e r  than  
t h a t  which p e r t a i n s  t o  i n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n .  The 
p h ra s e  "non -academ ic  l i t e r a t u r e "  I s  u s e d  synonymously  w i t h  t h e  
p h r a s e  " g e n e r a l  management l i t e r a t u r e . "
•  O r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v io r s  a r e  d e f i n e d  a a  b e h a v i o r s  o f  
l i n e  and s t a f f  managers which  r e l a t e  t o  Katz and Kahn’ s (1966) 
p a t t e r n s  o f  b e h a v i o r  r e q u i r e d  fo r  o r g a n i z a t i o n a l  f u n c t i o n i n g :
I )  J o i n i n g / s t a y i n g  In t h e  o r g a n i z a t i o n ;  2)  m ee t ing  J o b  s t a n d ­
a r d s ;  and 3 )  p e r fo rm in g  a c t i v i t i e s  beyond  j o b  r e q u i r e m e n t s  t o  
a c h i e v e  e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
a S t a f f  manager  l a  d e f i n e d  a s  a manager who t r a d i t i o n a l l y  h o ld s  
no command a u t h o r i t y  o u t s i d e  of  h i s  o r  h e r  d e p a r t m e n t ,  a c t s  a s  
an  a d v i s o r  t o  l i n e  m a n a g e r s t and p e r f o r m s  d u t i e s  r e l a t e d  t o  t h e  
s u p p o r t  f u n c t i o n s  o f  an  o r g a n i z a t i o n .
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•  V a r i a b l e  s t r e n g t h  l a  d e f i n e d  aa a c a n d i d a t e  v a r i a b l e 1* cumula­
t i v e  sco re  on s p e c i f i c  w e i g h t i n g  f a c t o r s .
O r g a n i s a t i o n  o f  t h e  Study 
In  C h ap te r  L, an overv iew  of t h i s  r e s e a r c h  p r o j e c t  has  been p r o v i d e d .  
C h a p te r  2 l a  devoted to  a rev iew o f  p e r t i n e n t  I n f o r m a t io n  on t h e  b a c k ­
ground  o f  t h e  l l n e - s t a f f  concep t  and  t r e a t m e n t  o f  t h e  t o p i c  in  t h e  g e n ­
e r a l  management and h ig h e r  e d u c a t i o n  l i t e r a t u r e .  The c o n t e n t s  o f  Chap­
t e r  3 p ro v id e  a d e t a i l e d  e x p l a n a t i o n  o f  t h e  m e th o d o lo g i c a l  p r o c e d u r e s  
u n d e r t a k e n  in  t h e  s tu d y .  Chapte r  4 c o n s t i t u t e s  a p r e s e n t a t i o n  o f  t h e  
r e s e a r c h  f i n d i n g * .  F i n a l l y ,  in  C h a p t e r  5 ,  c o n c l u s i o n s  are  s t a t e d  and 
d i s c u s s e d ,  new r e s e a r c h  p r o p o s i t i o n s  abou t  t h e  Impact of  l l n e - s t a f f  d i f ­
f e r e n c e s  on academic managers a r e  f r am e d ,  and i m p l i c a t i o n s  o f  t h e  s tu d y  
a r e  p r e s e n t e d .
CHAPTER 2: REVIEW OF RELATED LITERATURE
The purpose  o f  t h i s  c h a p t e r  i s  t o  rev iew  p e r t i n e n t  l i t e r a t u r e  on 
t h e  o r i g i n  o f  t h e  l l n e - s t a f f  co n ce p t ,  t o  d e s c r i b e  p a r p e c t i v e s  a n  l i n e  
and  s t a f f  Which emerge front t h e  g e n e r a l  management l i t e r a t u r e ,  and  t o  
d e s c r i b e  t r e a t m e n t  of  t h e  l l n e - s t a f f  t o p i c  In  t h e  h i g h e r  e d u c a t i o n  l i t ­
e r a t u r e *
O r i g i n  o f  t h e  L i n e - S t a f f  Concept  
The concep t  o f  l i n e  and s t a f f  Is  p robab ly  a s  o ld  a s  t h e  c o n c e p t  o f  
fo rm a l  o r g a n i z a t i o n  I t s e l f  ( D a l to n ,  1959).  Koontz and O 'D o n n e l l  say  
t h e  use o f  t h e  t e rm s  l i n e  and s t a f f  can be t r a c e d  t o  European m i l i t a r y  
o r g a n i z a t i o n s  o f  t h e  S e v e n te e n th  Century* The l l n e - s t a f f  s t r u c t u r e  was 
adap ted  In t h e  American Army i n  1902, but d id  n o t  g a i n  momentum In  
American b u s i n e s s  and i n d u s t r y  u n t i l  a f t e r  t h e  d e p r e s s i o n  o f  1929 
(Koontz and O’D o n n e l l ,  1976}* During th e  l a t t e r  h a l f  o f  t h e  T w e n t i e t h  
C e n tu ry ,  t h e  l l n e - s t a f f  s t r u c t u r e  appears  t o  have become an a lm os t  
n a t u r a l  concom i tan t  o f  management systems In m i l i t a r y ,  b u s i n e s s ,  I n d u s ­
t r i a l ,  and s e r v i c e  o r g a n i z a t i o n s .
Some of t h e  moat u s e f u l  e a r l y  d i s c u s s i o n s  o f  l i n e  and s t a f f  a p p e a r  
i n  P apers  on t h e  S c ience  o f  Admin 1st  r e t  i o n , e d i t e d  by L u th e r  G u l i c k  and 
L y n d a l l  Urwlck and f i r s t  p u b l i s h e d  In 1937* Among o t h e r s ,  t h e  hook i n ­
c l u d e s  p e r t i n e n t  works ( l e c t u r e s ,  p a p e r s ,  and e s s a y s )  by James D, Mooney 
(1 9 3 7 ) ,  L u th e r  G u l i c k  (1 9 3 7 ) ,  Lynda l l  Urwlck (1933  and 1934) and H e n r i  
Payol  (1923)* L y n d a l l  Utwick (1933) add res sed  t h e  concep t  o f  l i n e  and 
s t a f f  In t e rm s  o f  t h e  work o f  F re d e r i c k  T a y lo r  (1911)  and t h e  work  o f  
Mooney and Re 1 le y  (1931)  on p r i n c i p l e s  of  management and o r g a n i z a t i o n a l
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d e s i g n ,  Ur wick s u g g e s t e d  t h a t  t h e  r a p i d  g row th  and d i f f e r e n t  a t  Ion o f  
b u s i n e s s  and i n d u s t r i e s  d u r i n g  t h e  l a t e  N i n e t e e n t h  Cen tu ry  and e a r l y  
T w e n t i e t h  Century  c r e a t e d  t h r e e  r e l a t i v e l y  new r e q u i r e m e n t s  i n  d e l e g a t ­
in g  a u t h o r i t y  w i th o u t  v i o l a t i n g  t h e  a p a n - o f - c o n t r o l  p r i n c i p l e .  He id e n ­
t i f i e d  t h e s e  r e q u i r e m e n t s  a s  " a r e a  c o - o r d i n a t i o n ,  c o n t r o l  o f  s p e c i a l  
f u n c t i o n s  and r e s p o n s i b i l i t y  f o r  d i f f e r e n t  s e r v l c e e "  (Urwick ,  1913, 
p .  5 7 ) .  Urwick s a i d ,  "The s o l u t i o n  [ t o  m ee t ing  t h e s e  t h r e e  r e q u i r e ­
ments ]  an f a r  adop ted  In  p r a c t i c e  I s  known as t h e  'L in e  and S t a f f  * s y s ­
tem o f  o r g a n i z a t i o n .  I t  I s  a d m i t t e d l y  a compromise" (1933 ,  p. 57 ) .
The p i c t u r e  o f  l i n e  and s t a f f  p r e s e n t e d  by Urwick In  l a r g e  measure 
r e f l e c t *  t h e  t h o u g h t s  of  many o f  h i s  c o n t e m p o r a r i e s .  S a l i e n t  p o in t s  
a t e  summarized a s  f o l l o w s !
•  The l i n e  manager  p e r fo rm s  a c t i v i t i e s  r e l a t e d  d i r e c t l y  t o
t h e  main p r o d u c t i o n  p r o c e s s e s  o f  t h e  o r g a n i z a t i o n .  The
p o s i t i o n  o f  a l i n e  manager  i s  w i t h i n  t h e  d i r e c t  c h a i n  o f
command: " k  l i n e  o f f i c e r  e x e r c i s e s  a u t h o r i t y  o v e r  a l l  of
t h e  body o f  o r g a n i z a t i o n  l y i n g  b e n e a th  h im on t h e  c h a r t "
(Mooney, 1937,  p .  56 ) .  I t  I s  t h e  l i n e  o f f i c e r ' s  r e s p o n s i ­
b i l i t y  t o  r e c o g n i z e  t h e  v a l u e  o f  and make f u l l  use o f  s t a f f  
a d v i c e .
•  The s t a f f  manager per fo rm s  a c t i v i t i e s  r e l a t e d  t o  s p e c i a l i z e d
s e r v i c e s  and f u n c t i o n s  which  s u p p o r t  l i n e  managers in  f u l ­
f i l l i n g  t h e  p r im ary  p u r p o s e s  o f  t h e  o r g a n i z a t i o n ,  "The i n ­
f luenc e  e x e r t e d  by a s t a f f  o f f i c e r  o u t s i d e  o f  h i s  immediate 
depar tm en t  i s ,  so f a r  a s  I t  l a  a u t h o r i t a t i v e ,  an a u t h o r i t y  
o f  id e a s"  (Mooney, 1937,  p .  5 0 ) .  The main  r o l e  o f  a  s t a f f
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manager  h a s  no d i r e c t  a u t h o r i t y  o v e r  l i n e  o f f i c i a l *  who 
a r e  s u b o r d i n a t e s  on t h e  o r g a n i s a t i o n  c h a r t .  S t a f f  l a  de­
p e n d e n t  on l i n e  f o r  p rom ulga t ing  d e c i s i o n s  a f f e c t i n g  l i n e .
U rwick  c l a i m e d  t h a t  t h e  concep t  o f  s t a f f  a s  used p r ed o m in an t ly  In  
American  b u s i n e s s  and i n d u s t r y  r e f e r s  t o  t e c h n i c a l  and a d m i n i s t r a t i v e  
s t a f f  m anagers  Who a d v i s e  l i n e  managers  In m a t t e r s  p e r t a i n i n g  t o  s t a f f 1a 
s p e c i a l  f u n c t i o n s  r a t h e r  t h a n  t o  t h e  m i l i t a r y  concept  o f  t h e  g e n e r a l  
s t a f f  o f f i c e r  who I s  o f t e n  d e l e g a t e d  command a u t h o r i t y .  He noted t h a t  
t h e  o n l y  p o s i t  i o n s  I n  b u s i n e s s  c o r r e s p o n d in g  t o  t h a t  of a  m i l i t a r y  g e n ­
e r a l  s t a f f  o f f i c e r  a r e  p r i v a t e  s e c r e t a r y  and e x e c u t iv e  a s s i s t a n t .  He 
a r g u e d  t h a t  t h i s  i s  u n f o r t u n a t e  s i n c e  I t  l a  th ro u g h  t h e  g e n e r a l  s t a f f  
t y p e  p o s i t i o n  t h a t  a  s e n i o r  manager can  s u c c e s s f u l l y  d e l e g a t e  a u t h o r i t y  
t o  o t h e r s .  He s u g g e s t e d  t h a t  s h o u ld  b u s i n e s s  and i n d u s t r y  adopt t h e  
g e n e r a l  s t a f f  c o n c e p t ,  t h e  l i n e  and s t a f f  s t r u c t u r e  would u l t i m a t e l y  
g i v e  way t o  a  ** * L i n e ,  s t a f f ,  and f u n c t i o n a l 1 form, 1 s t a f f 1 in  th e  
m i l i t a r y  s e n s e  b e i n g  I n t r o d u c e d  t o  e f f e c t  a  r e a l  i n t e g r a t i o n  between 
t h e  c i the r  two p r i n c i p l e s "  (U rwick ,  1933,  p.  7 5 ) .
I n  s p i t e  o f  U r w i c k ' a  d i s s a t i s f a c t i o n  w i t h  th e  minor  r o l e  In b u s i ­
n e s s  p l a y e d  by t h e  m i l i t a r y  concep t  o f  th e  g e n e r a l  s t a f f  o f f i c e r  (Dale 
and U rw ick ,  I 9 6 0 ) ,  he  and  h i s  c o n t e m p o r a r i e s  i d e n t i f i e d  s e v e r a l  advan­
t a g e s  o f  t h e  l l n e - s t a f f  s t r u c t u r e .  Some of t h e s e  a d v a n ta g e s  are  sum­
m a r i z e d  be low;
1. f a c i l i t a t i o n  o f  t h e  d i v i s i o n  o f  l a b o r  w i th i n  h i g h l y  com­
p l e x  and  m u l t i f a c e t e d  o r g a n l c a t  Ions  w h i l e  p r e s e r v i n g  bo th  
t h e  S c a l a r  c h a i n  o f  command and t h e  r e q u i r e d  L i m i t a t i o n s  
on s p a n  o f  c o n t r a L ;
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2. f a c i l i t a t i o n  of  s p e c i a l i z a t i o n  w i t h i n  a r e a s  o f  o r g a n i s a ­
t i o n a l  management which r e q u i r e  un ique  s k i l l s  and nxper-  
t  I se ;
3 .  a v a i l a b i l i t y  of  a d v i s o r y  a s s i s t a n c e  by s t a f f  f o r  execu­
t i v e  l i n e  managers and o th e r  managers  a t  a l l  l e v e l s  of 
th e  o r g a n i z a t i o n  r e g a r d l e s s  of  t h e  d e g re e  of  c e n t r a l i z a ­
t i o n  w i th i n  t h e  system;
4* r e l e a s e  of  l i n e  managers  from c e r t a i n  s p e c i a l i z e d  adm in is ­
t r a t i v e  t a s k s  th rough  d e l e g a t i o n  o f  f u n c t i o n a l  a u t h o r i t y  
t o  s t a f f ;  and
5* s e p a r a t i o n  of  the  e x e c u t i v e  and p l a n n in g  d im ens ions  of  o r ­
g a n i z a t i o n a l  man ligament*
Regarding any p r a c t i c a l  problems a s s o c i a t e d  w i th  implementing a 
s t r u c t u r e  such aa Line and s t a f f  th rough  a p p l y i n g  t e c h n i c a l  p r i n c i p l e s  
t o  o r g a n i z a t i o n a l  des ign ,  Urwick sa id :
P e r s o n a l  f a c t o r s  obtrude* They cannot  be ignored* But t h a t  
t h e y  should  always and on a l l  o c c a s io n s  be given p r i o r i t y  in 
c o n s i d e r a t i o n  i s  f a n t a s t i c ■ The idea  t h a t  o r g a n i z a t i o n s  
should  be b u i l t  up round and a d j u s t e d  t o  i n d i v i d u a l  I d io s y n ­
c r a s i e s ,  r a t h e r  than  t h a t  i n d i v i d u a l s  shou ld  be a d a p t e d  t o  th e  
requirement a of  sound p r i n c i p l e s  of  o r g a n i z a t i o n ,  i s  a s  f o o l ­
i s h  as  a t t e m p t in g  to  d e s i g n  an engine  t o  accord  w i t h  t h e  
whimsies of  o n e ' s  maiden a u n t  r a t h e r  t h a n  w i th  t h e  la ws  of 
mechanical  s c i e n c e .  (Urwick,  1933, p .  65)
t n  s p i t e  of  Urwickrs r e l a t i v e l y  Light  t r e a t m e n t  of  n e g a t i v e  con­
sequence  of  t h e  s t r u c t u r e ,  t h e  p r o p e r t i e s  i n h e r e n t  in  t h e  t r a d i t i o n a l
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c o n c e p t i o n  o f  l i n e  s t a f f  c l e a r l y  posed d i f f e r e n c e s  between l i n e  and 
s t a f f  managers  (Dlmnck, 1945) .  However,  t h e  a d v a n t a g e s  of  t h e  s t r u c t u r e  
t o  t h e  o r g a n i s a t i o n  were p e r c e iv e d  t o  ou tw e igh  any  d i s a d v a n t a g e s  p o t e n ­
t i a l l y  r e s u l t i n g  from th e  c r e a t i o n  o f  two c l a s s e s  o f  managers ,  i . e . ,  
t h o s e  w i t h  a u t h o r i t y  and who per formed  pr im ary  d u t i e s  ( l i n e )  and t h o s e  
w i th o u t  a u t h o r i t y  and who per fo rm ed  s e co n d a ry  d u t i e s  ( s t a f f ) .  According 
t o  Urwick (1933)  and o t h e r  e a r l y  s u p p o r t e r s  of  t h e  l l n e - s t a f f  concep t  
( e . g . ,  Mooney and R e i l e y ,  1931; G u l i c k ,  1937; and Mooney, 1937),  i t  was 
t h e  b u s i n e s s  of  p e r s o n n e l  t o  ad a p t  t o  t h e  o r g a n i z a t i o n  r a t h e r  t h a n  f o r  
t h e  o r g a n i z a t i o n  t o  adap t  t o  p e r s o n n e l .
The co n ce p t  of  l i n e  and s t a f f  a s  p r e s e n t e d  In t h e  e a r l y  p a r t  o f  
t h i s  c e n t u r y  was a product  o f  c l a s s i c a l  management t h e o r y ,  With t h e  
i n c r e a s e  i n  u se  o f  t h e  s t r u c t u r e  in  fo rm a l  o r g a n i z a t i o n s  d u r i n g  t h e  
second q u a r t e r  o f  t h e  c e n t u r y  and t h e  s im u l t a n e o u s  growth  o f  t h e  human 
r e l a t i o n s  movement, t h e  o p e r a t i o n a l  consequences  of  t h e  l l n e - s t a f f  
s t r u c t u r e  began t o  undergo a t e n t a t i v e  r e a s s e s s m e n t  (McGregor, 1948 and 
Homans, 1950) ,  For example,  i n  d i s c u s s i n g  t h e  r o l e  o f  t h e  p e r s o n n e l  
m anager ,  Douglas  McGregor a rgued  t h a t ,  " In  some I n s t a n c e s  t h e  s t a f f  e x ­
p e r t  has  c r e a t e d  more prob lems f o r  t h e  o r g a n i z a t i o n  th a n  he has s o lv e d "  
(1948 ,  p .  5 ) .  He a t t r i b u t e d  l l n e - s t a f f  prob lems l a r g e l y  t o  f a i l u r e  on 
t h e  p a r t  o f  t h e  o r g a n i z a t i o n  t n  d e f i n e  f u l l y  t h e  f u n c t i o n a l  r o l e  o f  
s t a f f  o r  t o  c l a r i f y  t h e  a u t h o r i t y  d i s t r i b u t i o n  among l i n e  and s t a f f  
m anagers .  In t h i s  a r t i c l e ,  McGregor h i n t s  a t  what was l a t e r  t o  become 
h i s  Theory X and Theory V c o n c e p t i o n s  o f  management; however,  h e r e  h i s  
c o n c l u s i o n s  t e n d  t o  r e i n f o r c e  t h e  t r a d i t i o n a l  c o n c e p t i o n  o f  s t a f f  mana­
g e r s  a s  p e r f o r m e r s  of  s u p p o r t  s e r v i c e s  w i th  a l l  o r g a n i z a t i o n a l  a u t h o r i t y
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r e s i d i n g  w i th  l i n e  managers .  The l i n e - s t a f f  d i f f i c u l t i e s  McGregor 
i d e n t i f i e d  in  t h i s  p i e c e  h e r a l d  some o f  t h e  p r a c t i c a l  and t h e o r e t i c a l  
problems o f  t h e  concep t  which have become a lm os t  u b i q u i t o u s  in  t h e  
l l n e - s t a f f  l i t e r a t u r e  s i n c e  th e  e a r l y  1950 's*
Line and S t a f f  i n  Modern B u s in e s s  and I n d u s t r y
The r a p i d  i n t e g r a t i o n  o f  t h e  l l n e - a t a f f  s t r u c t u r e  i n t o  American 
bus ines s  and i n d u s t r i a l  o r g a n i z a t i o n s  F a l lo w in g  t h e  and o f  World War 11 
has been documented r e p e a t e d l y  i n  t h e  l i t e r a t u r e *  As might  be e x p e c t e d ,
much of t h i s  m a t e r i e l  h a s  f o c u s s e d  on t h e  I n c r e a s e  i n  t h e  number and
d i v e r s i t y  o f  s t a f f  u n i t s  and ,  c o n c o m i t a n t l y *  s t a f f  m a n a g e r s .  For exam­
ple* In a 1967 r e p o r t ,  R u b e n a t e ln ,  Radnor* Baker* H a in a n ,  and McColly 
noted t h a t  such  s t a f f  a c t i v i t i e s  a s  i n d u s t r i a l  e n g i n e e r i n g ,  c o s t  a c ­
c o u n t in g ,  p ro d u c t io n  c o n t r o l ,  q u a l i t y  c o n t r o l ,  c o n t r o l l e r s h l p ,  m arke t  
r e s e a rc h *  r e s e a r c h  and d e v e lo p m en t ,  o p e r a t i o n s  r e s e a r c h ,  s y s tem s  a n a l y ­
s i s ,  end com pute r ized  d a t a  p r o c e s s i n g ,  had  been o r  were be ing  i n c o r p o r ­
a ted  i n t o  b u s i n e s s  and i n d u s t r i a l  f i r m s  a t  a s i g n i f i c a n t  r a t e ,  J o s e p h  
A. L l t t e r e r  p r e s e n t e d  d a t a  showing t h a t  i n  a s t u d y  o f  t h i r t y  com panies  
over t h e  p e r i o d  of  1920 t o  1960, 292 new s t a f f  d e p a r t m e n t s  were c r e a t e d ,  
most o f  which “were e s t a b l i s h e d  In t h e  1950 t o  i960  p e r i o d "  (1973 ,  p .  
544) ,  In a 1979 d i s c u s s i o n  o f  o r g a n i z a t i o n  s t r u c t u r e ,  M in tz b e r g e r  
noted t h a t  o r g a n i z a t i o n s  have a lw ays  had  o p e r a t o r s  and t o p  m a n ag e r s , 
t h a t  i s ,  a l i n e  component ,  but i n  r e c e n t  d eca d es  t h e  g ro w th  o f  s u p p o r t  
s t a f f  has been d r a m a t i c .  R e f e r r i n g  t o  a s t u d y  by J o a n  Woodward ( 1 9 6 5 ) ,  
he c i t e d  examples of  t h e  o i l  r e f i n i n g  i n d u s t r y  where employees  a v e r a g e d  
one s t a f f  pe rson  per  l i n e  o p e r a t o r  a n d ,  i n  some c a s e s ,  s t a f f  p e o p le  n u t -  
numbered l i n e  ( M i n t z b e r g a r ,  1979, p.  3 4 ) .
34
These and s i m i l a r  r e p o r t *  i n d i c a t e  t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  
a p p e a r s  t o  he f i r m l y  e n t r e n c h e d  in  American b u s i n e s s  and I n d u s t r y ,  w i t h  
t h e  g row th  o f  s t a f f  b e i n g  a no te w or thy  phenomenon. That t h e  a d v a n t a g e s  
of  t h e  s t r u c t u r e  In  h i g h l y  complex and m u l t i f a c e t e d  o r g a n i s a t i o n s  have 
been— and a p p a r e n t l y  c o n t in u e  t o  be— s i g n i f i c a n t  I s  d e m o n s t r a t e d  by 
t h i s  w id e s p re a d  Im p lem en ta t io n  o f  t h e  s t r u c t u r e .  On th e  o t h e r  hand ,  
c o n t r a r y  t o  much of  t h e  l i t e r a t u r e ,  which em phas izes  t h e  I n c r e a s e  in  
s t a f f ,  a r e c e n t  r e p o r t  in  B u s in e s s  Week magazine ( A p r i l  24 ,  1963) de­
s c r i b e s  s e v e r a l  l a r g e  c o r p o r a t i o n s ,  e . g . ,  Xerox C o r p o r a t i o n ,  G enera l  
E l e c t r i c ,  and NCR C o r p o r a t i o n ,  which have s e t  in  motion s e v e r e  r e d u c ­
t i o n s  o f  t h e  s i z e  o f  t h e i r  s t a f f  g roups  and  t h e  number of  t h e i r  s t a f f  
managers .  A l though  t h e  s p e c i f i c  r e a s o n s  f o r  r e d u c in g  s u p p o r t  s t a f f s  
v a r i e d ,  i n  g e n e r a l ,  t h e s e  companies found t h a t  r e d u c in g  s t a f f  and r e ­
s t o r i n g  a u t h o r i t y  t o  t h e  l i n e  improved p r o d u c t i o n  e f f i c i e n c y  ( B u s in e s s  
Week, 1983,  p p .  5 4 - 5 6 ) .  The r e p o r t  from B u s in e s s  Week and s i m i l a r  a r t i ­
c l e s  I n d i c a t e  l l n e - s t a f f  r e l a t i o n s  a r e  no t  always a s  harmonious  a s  t h e  
w idesp read  u s e  of  t h e  s t u c t u r e  might s u g g e s t .  Such r e p o r t s  r e c a l l  a 
comment Douglas  McGregor made e a r l y  on when d i s c u s s i n g  t h e  im plementa ­
t i o n  o f  t h e  l i n e - s t a f f  s t r u c t u r e !  " th e  r e s u l t s  have not  a lw ays  been 
happy" (1948 ,  p* 5 ) ,
In  t h e  f o l l o w i n g  t h r e e  s e c t i o n s  some o f  t h e  a p p a re n t  r e a s o n s  f o r  
d isharm ony  be tween  l i n e  and s t a f f  managers  a r e  d i s c u s s e d .  The f i r s t  
d e a l s  w i t h  modern d e f i n i t i o n s  and c o n c e p t i o n s  of  t h e  l l n e - s t a f f  s t r u c ­
t u r e ;  t h e  second  d e s c r i b e s  two p e r s p e c t i v e s  on l i n e  and s t a f f  which 
t e n d  t o  dom ina te  t h e  con tem pora ry  g e n e r a l  management l i t e r a t u r e .  The 
t h i r d  r e v ie w s  soma o f  t h e  major  ad v an tag es  and d i s a d v a n t a g e s  a s s o c i a t e d
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w i th  t h e  l i n e - a t a f f  s t r u c t u r e  and I d e n t i f i e s  s e v e r a l  o r g a n i z a t i o n a l  
schemes which have been proposed  as  a l t e r n a t i v e s  t o  l i n e  and s t a f f .
Modern D e fin it io n s  o f Line and S ta ff
F o r  t h e  moat p a r t , d e f i n i t i o n s  of  Line and s t a f f  a p p e a r in g  in  r e ­
c en t  l i t e r a t u r e  vary L i t t l e  from th o s e  found I n  t h e  much e a r l i e r  works 
o f  Urwick (L933) ,  Mooney ( 1 9 3 7 ) ,  and o t h e r s .  Two d e f i n i t i o n s  predomi­
n a t e .  One d e f i n e s  l i n e  and s t a f f  in  t e r m s  o f  t h e i r  a u t h o r i t y  r e l a t i o n ­
s h i p s  w i t h i n  t h e  o r g a n i z a t i o n .  The o t h e r  d e f i n e s  l i n e  and s t a f f  in  
t e rm s  o f  t h e i r  d i f f e r e n t  o r g a n i s a t i o n a l  f u n c t i o n s .  F i l l e y ,  House, and 
K er r  d e f i n e  l i n e  and s t a f f  by f u n c t i o n  a s  f o l l o w s :
When u sed  in the  f u n c t i o n a l  s e n s e ,  l i n e  r e f e r s  t o  work a c t i v i t i e s  
w hich  c o n t r i b u t e  d i r e c t l y  t o  t h e  p r im a r y  s e r v i c e  o b j e c t i v e  [of  t h e  
o r g a n i z a t i o n ]  . . .  s t a f f  f u n c t i o n s  . . .  a r e  s u p p o r t i v e  In n a t u r e ,  
c o n t r i b u t i n g  to  t h e  e f f i c i e n c y  and m a in t e n a n c e  o f  t h e  e n t e r p r i s e ,  
and t h e r e f o r e  s e r v in g  secondary  o b j e c t i v e s ,  ( F i l l e y ,  House,  and 
K e r r ,  1976, p. 389).
Koontz and D’Danne ll  d e f i n e  l i n e  and s t a f f  In t e rm s  o f  t h e  a u th o r ­
i t y  r e l a t i o n s h i p  as f o l l o w s t
In  l i n e  a u t h o r i t y ,  one  f i n d s  a s u p e r i o r  w i t h  a l i n e  o f  a u t h o r i t y  
ru n n in g  t o  a s u b o r d i n a t e .  ■. * The n a t u r e  o f  t h e  s t a f f  r e l a t i o n ­
s h i p  l a  a d v i so ry .  (Koontz and O’D o n n e l l ,  1976, p.  333) ,
R egard ing  th e  d e f i n i t i o n  o f  Line and s t a f f  by f u n c t i o n ,  i t  Is  
l a r g e l y  a g r e e d  t h a t  depending upon th e  o b j e c t i v e s  o f  d i f f e r e n t  o rgan i ­
z a t i o n s ,  f u n c t i o n s  i d e n t i f i e d  a s  l i n e  and s t a f f  can vary  among o rg a n i ­
z a t i o n s .  Touesa ln t  g iv e s  an  example of t h e  p o s i t i o n  o f  I n d u s t r i a l  r e ­
l a t i o n s  o f f i c e r ,  which in  some companies i s  c o n s i d e r e d  l i n e  and In o t h e r s
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i s  c o n s i d e r e d  s t a f f  (1 9 6 2 ,  p* 9 ) .  A l th o u g h  t h e r e  I s  some c r i t i c I s m  o f  
t h e  d e f i n i t i o n  o f  l i n e  and  s t a f f  by f u n c t i o n  In  t h e  l i t e r a t u r e  ( e * g . ,  
Logan,  1966; F i s c h ,  1961)* In  g e n e r a l ,  t h i s  d e f i n i t i o n  a p p e a r s  t o  be 
l e a s  p r o b l e m a t i c  i n  t h e o r y  and p r a c t i c e  t h a n  t h e  d e f i n i t i o n  o f  l i n e  
and s t a f f  by a u t h o r i t y  r e l a t i o n s h i p s *  A d m i t t e d l y  t h e  d e f l n l t o n s  a r e  
i n t e r t w i n e d ,  f rom  b o th  t h e  c o n c e p t u a l  a n d  p r a c t i c a l  v i e w p o i n t s *  None­
t h e l e s s ,  t h e  d e f i n i t i o n  o f  l i n e  and  s t a f f  In t e r m s  o f  a u t h o r i t y  r e l a ^  
t l o n s h i p a  r e q u i r e s  more e x p l a n a t i o n *
F i r s t ,  i t  i s  g e n e r a l l y  a g r e e d  t h a t  l i n e  a u t h o r i t y  p e r m e a t e s  an 
o r g a n i s a t i o n  t h r o u g h  t h e  v e r t i c a l  c h a i n  o f  command " t h a t  e x t e n d s  from 
t h e  board  o f  d i r e c t o r s  t h r o u g h  t h e  v a r i o u s  d e l e g a t i o n s  and  r e d e l e g a t i o n s  
o f  a u t h o r i t y  a n d  r e s p o n s i b i l i t y  t o  t h e  p o i n t  w he re  t h e  p r i m a r y  a c t i v i ­
t i e s  o f  t h e  company a r e  p e r f o r m e d "  ( A l l e n ,  1955,  p .  260)* S e c o n d ,  most 
modern a u t h o r s  seem t o  a g r e e  t h a t  s t a f f  m a nage rs  e x e r c i s e  l i n e  a u t h o r i t y  
w i t h i n  t h e i r  own d e p a r t m e n t s .  However,  t h e i r  o v e r a l l  r o l e  w i t h i n  t h e  
t o t a l  o r g a n i z a t i o n  l a  more complex t h a n  f i r s t  a p p e a r s *  F i l l e y *  House ,  
and K e r r  i d e n t i f y  f o u r  m a jo r  t y p e s  o f  " s t a f f  a u t h o r i t y "  (1 9 7 6 ,  p ,  3 6 9 ) :  
1* s t a f f  a d v i c e — a d v i c e  w h ich  may be  o f f e r e d  by s t a f f  a n d / o r  
r e q u e s t e d  by l i n e ,  bu t  i t s  a c c e p t a n c e  o r  r e j e c t i o n  i s  
s o l e l y  t h e  p r e r o g a t i v e  o f  l i n e *
2,  co m p u ls o ry  s t a f f  a d v i c e — a d v i c e  which i s  g i v e n  by s t a f f  
and must be l i s t e n e d  t o  by l i n e ,  a l t h o u g h  L ine  i s  n o t  
c o m p e l l e d  t o  f o l l o w  t h e  a d v i c e ;
3. c o n c u r r e n t  l i n e - a t a f f  a u t h o r i t y —*a s i t u a t i o n  i n  w h ich  
a  j o i n t  d e c i s i o n  must  be  made by  l i e s  and s t a f f  where 
s t a f f  c o n f i r m s  a  l i n e  d e c i s i o n ,  t h e r e b y ,  t o  a  c e r t a i n  e x ­
t e n t *  r e s t r i c t i n g  t h e  l i n e  m a n a g e r ’ s  f reed o m  o f  d e c i s i o n ;
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4 .  f u n c t i o n a l  s t a f f  A u t h o r i t y — a  s i t u a t i o n  i n  which l i n e
g r a n t s  s t a f f  U n i t e d  f u n c t i o n a l  a u t h o r i t y ,  a l l o w i n g  s t a f f  
t o  g i v e  l e g i t  1 s t a t e  o r d e r s  c o n c e r n i n g  a s p e c i a l i s e d  func­
t i o n  t o  o t h e r  o r g a n i s a t i o n a l  u n i t s ,  ( f i l l e y ,  House,  and 
K a r r ,  1976,  p .  3 8 9 -3 9 0 )
F i l l e y ,  H o u se ,  and  K e r r  c o n ten d  t h a t  fo rm al  " s t a f f  a u t h o r i t y "  i s  
more r e s t r i c t e d  t h a n  l i n e  a u t h o r i t y .  However,  t h e y  s a y  s t a f f  managers  
c a n  s t i l l  p o s s e s s  a  g r e a t  d e a l  o f  i n f o r m a l  i n f l u e n c e  I n  an o r g a n i z a t i o n  
by v i r t u e  o f  p o l i t i c a l  i n f l u e n c e ,  p r o x i m i t y  and a c c e s s  t o  s e n i o r  manage­
m e n t ,  and s p e c i a l i z e d  e x p e r t i s e  ( 1976,  p .  390 ) .  b i t t e r e r  (1973) a r g u e s  
t h a t  t h r o u g h  s t a f f  m a n a g e r s 1 r o l e s  In  p l a n n i n g  and f o r e c a s t i n g ,  s t a f f  
p e r s o n n e l  o f t e n  a c t  a s  c h an g e  a g e n t s  w i t h i n  o r g a n i z a t i o n s ,  sometimes 
e x e r c i s i n g  c o n s i d e r a b l e  I n f o r m a l  I n f l u e n c e  over  d e c i s i o n  malting, Also 
numerous  a r t i c l e s  p o i n t  o u t  t h a t  where  s t a f f  has  b een  a s s i g n e d  o r  has  
a ssumed t h e  d u t i e s  o f  c o n t r o l  agen t  i n  m o n i t o r i n g  s u c h  a c t i v i t i e s  a s  
p r o d u c t i o n  q u a l i t y ,  employment c o m p l ia n c e  r e g u l a t i o n s ,  and un ion  con­
t r a c t s ,  t h e  i n f o r m a l  i n f l u e n c e  a n d ,  i n  some c a s e s ,  t h e  formal  a u t h o r i t y  
o f  s t a f f  o v e r  l i n e  h a s  b e e n  b roadened  c o n s i d e r a b l y *
In  s h o r t ,  a l t h o u g h  t h e  d e f i n i t i o n s  o f  l i n e  and s t a f f  have changed 
l i t t l e  o v e r  t i m e ,  t h e  e v o l u t i o n  o f  t h e  s t r u c t u r e  a p p e a r s  t o  have d iv e rg e d  
somewhat f rom i t s  t r a d i t i o n a l  c o n c e p t i o n *  These e v o l u t i o n a r y  changes  
c o u p l e d  w i t h  t h e  e n d u r i n g  t e x t b o o k  d e f i n i t i o n s  o f  t h e  s t r u c t u r e  have 
r e s u l t e d  In c o n f u s i o n  f o r  t h e o r e t i c i a n s  a s  w e l l  a s  f o r  managers .  For 
e x a m p l e ,  V i v i a n  N o s s i t e r  p o i n t s  ou t  t h a t  i t  I s  no t  uncommon fo r  managers 
w i t h i n  a company t o  h ave  a f i r m  c o n c e p t i o n  o f  l i n e  and  s t a f f ,  yet  d i s ­
a g r e e  w i t h  t h e i r  s u p e r i o r s  and each  o t h e r  r e g a r d i n g  t h e i r  Dim and t h e i r
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p e e r s 1 p o s i t  I o n s  a s  l i n e  o r  s t a f f  managers  (1979 ,  p .  104). As Logan 
(1966)  s u g g e s t s ,  t h e s e  t h e o r e t i c a l  d e f i n i t i o n s  o f  l i n e  and s t a f f  a r e  
so  f i r m l y  e n t r e n c h e d  In  b o t h  management t h e o r y  and t h e  minds o f  managers  
t h a t  t h e y  a r e  d i f f i c u l t  t o  d i s l o d g e  I n  s p i t e  o f  e v id e n c e  t h a t  t h e y  n a y  
be n e i t h e r  c l e a r l y  u n d e r s to o d  nor a d h e r e d  t o  i n  p r a c t i c e .
F i n a l l y ,  i t  s h o u l d  be no te d  t h a t  t h r e e  t y p e s  o f  s t a f f  p e r s o n n e l  a r e  
f r e q u e n t l y  i d e n t i f i e d  In t h e  l i t e r a t u r e :  p e r s o n a l  s t a f f ,  s p e c i a l i s e d
s t a f f ,  and  m anagers  who f i l l  a  co m b in a t io n  l l n e - H t a f f  p o s i t i o n .  In  t h e  
p r e s e n t  r e s e a r c h ,  s p e c i a l i z e d  s t a f f  managers  and— t o  a c e r t a i n  e x t e n t  
managers  who p e r f o r m  a co m b in a t io n  r o l e - —a r e  t h e  p r im ary  f o c i  o f  I n t e r ­
e s t .  S p e c i a l i z e d  s t a f f  a r e  managers  who u s u a l l y  pe r fo rm  a d v i s o r y  and 
e e t v i c e  a c t i v i t i e s  c o n c e r n in g  s u p p o r t  and s e r v i c e  f u n c t i o n s  o f  an o r g a n ­
i z a t i o n .  P e r s o n a l  s t a f f  members may o r  may no t  be managers I n  th e  
s t r i c t  s e n s e  o f  t h e  t e rm .  P e r s o n a l  s t a f f  members a r e  u s u a l l y  a t t a c h e d  
t o  l i n e  m anagers  a s  l i n e  a s s i s t a n t s  t o  whon some l i n e  a u t h o r i t y  may 
be  d e l e g a t e d }  s t a f f  a s s i s t a n t s ,  f r e q u e n t l y  known a s  " a s s i s t a n t  t o "  and 
t o  whom a u t h o r i t y  o v e r  o t h e r  employees  I s  r a r e l y  g r a n t e d ;  and  g e n e r a l  
s t a f f  a s s i s t  a n t s ,  o f t e n  a g roup  o f  I n d i v i d u a l s  who s e rv e  as  c a b i n e t - t y p e  
a d v i s o r s  t o  t o p - l e v e l  management ( A l l e n ,  1955, pp.  2 6 3 -2 6 5 ) .
In t h e  n ex t  s e c t i o n ,  two p e r s p e c t i v e s  on t h e  l l n e - s t a f f  s t r u c t u r e  
which emerge from t h e  g e n e r a l  management l i t e r a t u r e  a r e  examined .  These  
d i f f e r e n t  p e r s p e c t i v e s  r e v e a l  some o f  t h e  m a jo r  c o n t r o v e r s i e s  a s s o c i a t e d  
w i th  t h e  p r e v a i l i n g  d e f i n i t i o n s  and e v o l u t i o n a r y  changes  o f  l i n e  and 
s t a f f .  The r e v i e w  o f  t h e s e  p e r s p e c t i v e s  a l s o  h i g h l i g h t s  t h e  d i v e r s i t y  
o f  t h e  l i t e r a t u r e ,  t h a t  i s ,  t h e  b r e a d t h  o f  agreement and d i s a g re e m e n t  
ab o u t  l i n e  and s t a f f  which i s  found w i t h i n  i t .
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Modern P e r s p e c t i v e ! !  on L i n a  and  S t a f f
Thera a r e  two dominant  themea  In t h e  g e n e r a l  management l i t e r a t u r e  
c o n c e rn in g  t h e  l i n e - a t a f f  a t r u c t u r e  w i t h i n  modern b u s i n e s s  and i n d u s t r i a l  
o r g a n i z a t i o n s .  One p e r s p e c t i v e  a r g u e s  t h a t  t h e  l i n e - a t a f f  s t r u c t u r e  a s  
t r a d i t i o n a l l y  conce ived  has  l o s t  i t s  u t i l i t y — l a  o b s o l e t e — and e i t h e r  
h a s  been o r  shou ld  be r e p l a c e d  w i t h  a m o d i f ied  form nr o t h e r  s t r u c t u r a l  
forms.  The second view h o ld s  t h a t  i n  s p i t e  of  some e v o l u t i o n a r y  changes  
and m o d i f i c a t i o n s ,  t h e  l i n e —s t a f f  s t r u c t u r e  c o n t i n u e s  to  be a ma jor  
o p e r a t i o n a l  d e v i c e  w i th i n  modern management.
l i n g  and S t a f f  -  An O b s o l e t e  S t r u c t u r e . P r o p o n e n t s  o f  t h i s  p o s i t i o n  
i n c lu d e  McGregor ( i 9 6 0 ) ,  Dimock a n d  Dimock ( 1 9 6 4 ) ,  Jerome (1 9 6 1 /1 9 7 6 ) ,  
F l s c h  ( 1 9 6 1 ) ,  and Golamblewskl ( 1 9 6 6 ) .  As might be e s p e c t e d  D ouglas  
McGregor ap p ro a c h e s  l i n e  and  s t a f f  from th e  p o in t  o f  view o f  Theory  X 
and Theory Y management.  He a r g u e s  t h a t  w i t h  t h e  a d o p t i o n  o f  t h e  Theory 
Y approach  ( s e l f  c o n t r o l )  t o  o v e r a l l  management c o n t r o l ,  r e l a t i o n e  be­
tween  l i n e  and s t a f f  become t h a t  o f  t h e  p r o f e s s i o n a l  ( s t a f f )  and t h e  
c l i e n t  ( l i n e ) .  Note t h a t  McGregor does not  deny t h e  t r a d i t i o n a l  f u n c ­
t i o n a l  d i f f e r e n c e s  between l i n e  and s t a f f  m anagers ;  h i s  conce rn  I s  w i th  
t h e  a u t h o r i t y  r e l a t i o n s h i p .  Under t h e  Theory Y a p p ro a c h ,  mutual  i n f l u ­
ence  s u p e rc e d e s  formal a u t h o r i t y ,  and t r a d i t i o n a l  a u t h o r i t y  d i f f e r e n c e s  
between l i n e  and s t a f f  cea se  t o  e a i n t  (McGregor,  i 9 6 0 ,  pp. 157-175) .
A lthough  he n o te s  t h a t  U .S .  i n d u s t r y  has  c o n t in u e d  t o  a d h e re  s l a v ­
i s h l y  t o  t h e  t r a d i t i o n a l  concep t  o f  l i n e  and s t a f f ,  G era ld  F l s c h  (1961)  
a r g u e s  t h a t  t h e  s t r u c t u r e  i s  o b s o l e t e .  He c h a l l e n g e s  p a r t i c u l a r l y  t h e  
d i f f e r e n t i a t i o n  o f  l i n e  and s t a f f  managers  by f u n c t i o n .  F l s c h  c l a i m s
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Chat w h i l e  l i n e  and  s t a f f  se rved  I n d u s t r y  w e l l  p r i o r  t o  World War I I  
when p roduc t  l i n e s  were s t a b l e ,  t h e  co m p le x i ty  and r a p i d i t y  o f  change  
In p r o d u c t s  t o d a y  has  p u l l e d  suppor t  s e r v i c e s  such  a s  r e s e a r c h ,  d e v e l ­
opment ,  e n g i n e e r i n g  and f in a n c e  I n t o  t h e  hub o f  I n d u s t r i a l  a c t i v i t y .  
L i k e w i s e ,  he a r g u e s  t h a t  t h e  p r e v a i l i n g  concep t  o f  m anagers  of t h e s e  
a r e a s  a s  s t a f f  s u p p o r t i n g  l i n e  Leads t o  e n d l e s s  d i s p u t e s  o v e r  d e c i s i o n  
malting and u l t i m a t e l y ,  t o  poor o r g a n i z a t i o n a l  d e c i s i o n s  ( F l s c h ,  1961,  
pp.  6 7 - 7 3 ) ,  He recommends t h a t  th e  t r a d i t i o n a l  l l n e - s t a f f  s t r u c t u r e  
be r e p l a c e d  by a wf  unc t iona l - t ea inw ork"  concep t  ( F l s c h ,  1961,  p.  7 3 ) .
Golembiewski  (1966 and 1967) has approached  t h e  s t u d y  o f  t h e  l l n e -  
s t a f f  co n ce p t  from a  somewhat d i f f e r e n t  p o i n t  o f  v iew,  a l t h o u g h  h i e  con­
c l u s i o n s  d i f f e r  l i t t l e  from th o s e  o f  G e r a ld  F l s c h  o r  D ouglas  McGregor.  
Golembiewski  a r g u e s  t h a t  t h e  t r a d i t i o n a l  concep t  o r  model  o f  l l n e - s t a f f  
r e l a t i o n s  r e q u i r e s  c e r t a i n  manager b e h a v i o r s  which a r e  l i n k e d  t o  p e r s o n ­
a l i t y  t r a i t s .  He c h a r a c t e r i z e s  t h e  t r a d i t i o n a l  model  o f  s t a f f  a s  t h e  
N e u t r a l  and I n f e r i o r  I n s t ru m en t  ( N i l )  concep t  and s t a t e s  t h a t  t h i s  model 
" does  p o o r ly  i n  i n d u c in g  b e h a v i o r s  c o n s i s t e n t  w i th  t h o s e  r e q u i r e d  by 
I t s  d e s ig n *  (G olem biew sk i ,  1966, p.  2 1 8 ) ,  Golembiewski  compares  t h e  
N i l  model t o  an a l t e r n a t i v e  s t a f f  model which he i d e n t i f i e s  a s  t h e  Col ­
l e ag u e  model .  He c o n c l u d e s  t h a t  t h e  r e s u l t s  of h i s  s t u d y  s u p p o r t  t h e  
" c o m p a r a t i v e l y  g r e a t e r  u s e f u l n e s s "  o f  t h e  C o l league  model  a s  an a l t e r ­
n a t i v e  t o  t h e  t r a d i t i o n a l  concept  o f  l l n e - s t a f f  r e l a t i o n s  (Golembiewski ,  
1966,  p.  2 1 8 ) .
F i n a l l y  among t h i s  group a r e  t h o s e  who a rgue  t h a t  t r a d i t i o n a l  l l n e -  
s t a f f  a u t h o r i t y  r e l a t i o n s  have s im ply  begun t o  d i s a p p e a r .  For exam ple ,  
W i l l i am  T r a v e r s  Jerome s t a t e s  t h a t  aa  s u b o r d i n a t e - s u p e r i o r  r e l a t i o n s h i p s
41
have become l e s s  a u t h o r i t a r i a n  and more a d v i s o r y  and t h e  im por tance  o f  
s u p p o r t  f u n c t i o n s  has  been r e c o g n i s e d ,  d i f f e r e n c e s  be tween  l i n e  and s t a f f  
have becomes l a s s  and l e s s  s h a r p  (1 9 6 1 /1 9 7 6 ,  p .  3 9 2 ) .  S i m i l a r l y ,  Mar­
s h a l l  Dimock and Gladys Dinock c l a i m  t h a t  t h e  changes  In  l i n e - a t a f f  r e ­
s p o n s i b i l i t y  and a u t h o r i t y  r e l a t i o n s h i p s  have  gone so f a r  t h a t  “th e  d i s ­
t i n c t i o n  between l i n e  and s t a f f  hae  a l l  h u t  d i s a p p e a r e d "  (1964 ,  p. 143) .
L in e  and S t a f f  -  A V ia b le  S t r u c t u r e * The second p e r s p e c t i v e  which 
emerges  from t h e  g e n e r a l  management l i t e r a t u r e  t e n d s  t o  a c c e p t  t h e  con­
t i n u e d  e x i s t e n c e  of  t h e  l i n e - a t a f f  s t r u c t u r e  a s  a  more o t  l e s s  v i a b l e  
m a n a g e r i a l  c o n s t r u c t ,  bu t  r e c o g n i z e e  e v o l u t i o n a r y  changes  in t h e  s t r u c ­
t u r e  ae  w e l l  aa  a s s o c i a t e d  a d v a n t a g e s  and d i s a d v a n t a g e  s .  Whether t h e  
l i n e - s t a f f  s t r u c t u r e  i s  c o n s i d e r e d  t o  be an a s s e t  o r  a l i a b i l i t y  t o  an 
o r g a n i s a t i o n  depends  l a r g e l y  upon what e f f e c t  t h e  s t r u c t u r e  I s  p e rc e iv e d  
t o  have on t h e  b e h a v io r  of  managers  and on o r g a n i z a t i o n  f u n c t i o n i n g !  
U n l ike  t h o s e  who a rgue  f o r  re p la c e m e n t  o f  t h e  s t r u c t u r e ,  w r i t e r s  who 
f a l l  l o o s e l y  under  t h e  u m b re l l a  of  t h i s  v iew  t e n d  t o  fo cu s  on i d e n t i f y -* 
lng  d i f f e r e n c e s  between l i n e  and s t a f f  managers  which a r e  p o t e n t i a l  
s o u r c e s  o f  p e r s o n a l  a s  w e l l  a s  o r g a n i z a t i o n a l  d y s f u n c t i o n .  These 
w r i t e r s  o f t e n  make recommendat ions  f o r  im prov ing  l l n e - s t a f f  r e l a t i o n s  
and r a r e l y  s u g g e s t  com ple te  abandonment o f  t h e  s t r u c t u r e .  In t h e  f a l ­
lowing d i s c u s s i o n ,  p ro p o n e n t s  o f  t h i s  p e r s p e c t i v e  o f  Line and s t a f f  a r e  
r e p r e s e n t e d  by Dal ton  ( 1 9 5 0 ) ,  P o r t e r  ( 1 9 6 3 ) ,  P o r t e r  and Lawler ( 1 9 6 5 ) ,  
Koontz and O 'D o n n e l l  (1976) and Miners  ( 1 9 7 8 ) .
In  a v e r y  e a r l y  s t u d y  o f  t h e  l l n e - s t a f f  s t r u c t u r e  in b u s i n e s s  and 
i n d u s t r y ,  M e l v i l l e  D a l ton  (1950) examined d i f f e r e n c e s  be tween l i n e  and 
s t a f f  managers  and d e s c r i b e d  some of  t h e  p rob lems  a s s o c i a t e d  w i th  t h e s e
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d i f f e r e n c e s .  He found t h a t  l i n e  and s t a f f  manager a d i f f e r e d  on t h e  
p o s i t i o n  v a r i a b l e s ;  a u t h o r i t y ,  s t a t u s ,  a c c ep tan c e*  and o p p o r t u n i t y  f o r  
advancement*  He found t h a t  l i n e  and s t a f f  managers  d i f f e r e d  on t h e  p e r ­
s o n a l  v a r i a b l e s :  e d u c a t i o n ,  a g e ,  I n t e r e s t  in  p e r s o n a l  a p p e a r a n c e ,  and
I n t e r e s t  i n  s o c i a l  a c t i v i t i e s .  I n  almost a l l  c a s e s ,  Dalton found t h a t  
s t a f f  m anagers  were  moat d i s a d v a n t a g e d  by t h e s e  d i f f e r e n c e s ,  a l t h o u g h  
b o t h  s t a f f  and l i n e  s u f f e r e d  p roblems a t  work. B ehav io rs  r e l e v a n t  t o  
o r g a n i z a t i o n a l  f u n c t i o n i n g  which  Dalton i d e n t i f i e d  a s  be ing  l i n k e d  t o  
d i f f e r e n c e s  be tw ee n  l i n e  and s t a f f  managers i n c lu d e d  a h igh  t u r n - o v e r  
o f  s t a f f  p e r s o n n e l ,  e v a s i o n  of  fo rm al  r u l e s ,  maneuvers t o  c i rc um ven t  
t h e  e f f o r t s  and d i r e c t i o n s  of  o t h e r s ,  and o p p o s i t i o n  t o  change (1950 ,  
p p .  1 4 2 - 3 5 1 ) ,
In  s h o r t ,  D a l t o n ’ s s tudy  conf irmed t h a t  t h e  t r a d i t i o n a l  concep t  o f  
t h e  l i n e - a t a f f  s t r u c t u r e  p r e v a i l e d .  However, he n o te d  t h a t  l i n e  mana­
g e r s  f e l t  t h a t  t h e  i n t r o d u c t i o n  o f  s t a f f  c o n s t i t u t e d  a t h r e a t  t o  t h e i r  
Line a u t h o r i t y .  D a l ton  made s e v e r a l  s u g g e s t io n s  f o r  improving l i n e -  
s t a f f  r e l a t i o n s ,  i n c l u d i n g  t h e  d e s i g n a t i o n  of  a  s e p a r a t e  body t o  c o o r d ­
i n a t e  l i n e - a t a f f  a c t i v i t i e s ;  I n c r e a s i n g  s t a f f  r ew ard s  and promot ion  op­
p o r t u n i t i e s ;  r e q u i r i n g  t h a t  s t a f f  have e x p e r i e n c e  In c o l l a b o r a t i v e  l i n e -  
s t a f f  e f f o r t s  p r i o r  t o  t r a n s f e r r i n g  t o  l i n e ;  and s t e p s  by t o p  manage­
ment t o  r e d u c e  t h e  a tmosphere  o f  t e n s i o n  and t h r e a t  among l i n e  and s t a f f  
managers  ( 1 9 5 0 ,  p .  351) .
In  a  s t u d y  c o n d u c te d  in 1963,  Lyman P o r t e r  found t h a t  l i n e  and s t a f f  
managers  d i f f e r e d  on t h e  p s y c h o l o g i c a l  v a r i a b l e  p e r c e p t i o n  o f  n e e d s  s a t ­
i s f a c t i o n ,  w i t h  l i n e  managers I n d i c a t i n g  a g r e a t e r  s a t i s f a c t i o n  o f  needs
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a t  work t h a n  s t a f f  managers* I n  t h e  sane  s t u d y ,  P o r t e r  a l s o  n o t e d  t h a t  
l i n e  and s t a f f  managers  d id  n o t  d i f f e r  on t h e i r  p e r c e p t i o n s  o f  t h e  im­
p o r t a n c e  o f  d i f f e r e n t  needs  w i t h i n  t h e  J o b  e n v i ro n m e n t*  P o r t e r  a l s o  
n o te d  t h a t  l i n e  managers  had mare a u t h o r i t y  and  r e s p o n s i b i l i t y  t h a n  
s t a f f  m a n a g e r s ,  but t h e  two g ro u p s  v a r i e d  l i t t l e  I n  age  (1 9 6 3 ,  pp .  
2 67 -2 6 9 ) .  I n  a r e v ie w  of l l n e - s t a f f  s t u d i e s  c o n d u c t e d  p r i o r  t o  1965,  
P o r t e r  and L aw le r  s t a t e d  t h a t  " th e  a v a i l a b l e  e v i d e n c e  I n d i c a t e s  t h a t  
d i f f e r e n c e s  i n  c o n d i t i o n s  be tween  t h e  two t y p e e  o f  p o s i t i o n s  a r e  s t i l l  
l a r g e  enough t o  produce s i g n i f i c a n t  d i f f e r e n c e s  i n  b o t h  a t t i t u d e s  and 
b e h a v io r "  ( 1 9 6 5 ,  p .  3 3 ) .
Harold Koontz  and C y r i l  O 'D o n n e l l  s u p p o r t e d  t h e  t r a d i t i o n a l  d e f i n i ­
t i o n  of  t h e  l l n e - s t a f f  a u t h o r i t y  r e l a t i o n s h i p .  However,  t h e y  c o n t e n d e d  
t h a t  s t a f f  c a n  be d e l e g a t e d  l i m i t e d  f u n c t i o n a l  a u t h o r i t y ,  i . e . ,  a u t h o r ­
i t y  t o  p r e s c r i b e  methods ,  p o l i c i e s ,  and p r o c e d u r e s  t o  l i n e  w i t h i n  a n  
a r e a  o f  s t a f f  s p e c i a l i z a t i o n ,  e . g . ,  k e e p i n g  r e c o r d s  a c c o r d i n g  t o  a  c e r ­
t a i n  fo rm at .  They h a s t e n e d  t o  add t h a t  t h i s  t y p e  o f  a u t h o r i t y  s h o u ld  
be  s e v e r l y  l i m i t e d  and t h a t  l i n e  o p e r a t o r s  and  managers  a r e  a lways  p r i ­
m a r i l y  under t h e  o r d e r s  and c o n t r o l  o f  t h e i r  l i n e  s u p e r i o r s  {Koontz and 
O 'D o n n e l l ,  197b,  pp .  341 -3 4 2 ) ,
Koontz and  O 'D onne l l  a l s o  I d e n t i f i e d  s e v e r a l  p o s i t i o n  v a r i a b l e s  on 
which t h e y  p e r c e i v e d  l i n e  and s t a f f  t o  d i f f e r !  a u t h o r i t y ,  a c c e p t a n c e ,  
J o b  s e c u r i t y ,  r e s p o n s i b i l i t y ,  and o p p o r t u n i t y  f o r  c o m m u n ic a t io n s .  They 
r e p o r t e d  t h a t  l i n e  had more a u t h o r i t y  and r e s p o n s i b i l i t y  t h a n  s t a f f ,  
s t a f f  managers  were l a s s  w e l l  a c c e p t e d  In t h e  o r g a n i z a t i o n  t h a n  l i n e  
managers ,  s t a f f  managers  had l e a s  Job s e c u r i t y  t h a n  l i n e ,  and  l i n e  man­
a g e r s  had more o p p o r t u n i t y  f o r  communica tion  w i t h i n  t h e  o r g a n i z a t i o n
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t h a n  s t a f f  managers*  P ro b lem s  a r i s i n g  from t h e s e  l f n e - s t a f f  d i f f e r e n c e s  
I n c l u d e d  r e s i g n a t i o n  o f  s t a f f  m anagers  and t h e  r e m o v a l  o f  s t a f f  from 
p r o j e c t s }  f a i l u r e  on t h e  p a r t  o f  s t a f f  t o  meet  p e r f o r m a n c e  s t a n d a r d s ;  
and g e n e r a l  l a c k  o f  c o o p e r a t i o n  be tw ee n  l i n e  and  s t a f f  m a n a g e r s .  Knontz 
and  0 fD o n n e l l  a l s o  n o t e d  t h e  d a n g e r  I n h e r e n t  In  a l l o w i n g  s t a f f  a c t i v i ­
t i e s  t o  u n d e rm in e  t h e  a u t h o r i t y  o f  l i n e  m anagers  ( 1 9 7 6 ,  p p .  3 5 0 - 3 3 2 ) ,
To Improve r e l a t i o n s  be tw ee n  l i n e  and s t a f f  m a n a g e r s ,  Koontz  and 
O’D onne I I  s u g g e s t e d  t h a t  t h e  a u t h o r i t y  r e l a t i o n s h i p s  be tw ee n  l i n e  and 
s t a f f  m a n a g e r s  s h o u l d  be c l e a r l y  d e f i n e d  by t h e  o r g a n i z a t i o n ;  t h a t  l i n e  
m anagers  be s t r o n g l y  u rg ed  o r  r e q u i r e d  t o  l i s t e n  t o  s t a f f  a d v i c e ,  th ough  
n o t  r e q u i r e d  t o  f o l l o w  I t ;  t h a t  s t a f f  m anagers  be k e p t  i n f o r m e d ;  and 
t h a t  s t a f f  m a n a g e r s  l e a r n  t h e  v a l u e  o f  " c o m p l e t e d  s t a f f  w o rk , "  t o  be 
p ro b le m  s o l v e r s  r a t h e r  t h a n  p rob lem  c r e a t o r s  ( 1 9 7 6 ,  p p .  3 5 2 - 3 5 4 ) .
The l a s t  r e p r e s e n t a t i v e  o f  w r i t e r s  a d h e r i n g  t o  t h i s  p e r s p e c t i v e  of  
t h e  l l n e - s t a f f  s t r u c t u r e  I s  Howard M i n e r s .  In  a  1979 a r t i c l e ,  M ine rs  
a r g u e s  t h a t  t h e  t r a d i t i o n a l  c o n c e p t i o n  o f  l l n e - s t a f f  r e l a t i o n s  h a s  been 
a lm o s t  c o m p l e t e l y  r e v e r s e d .  He r e p o r t s  t h a t  s t a f f  m anagers  h ave  more 
a u t h o r i t y ,  h i g h e r  s a l a r i e s ,  and b e t t e r  o p p o r t u n i t i e s  f o r  advancement 
t h a n  L ine  m a n a g e r s .  He n o t e s  t h a t  l i n e  m a n a g e r s  do h ave  more a c c o u n t ­
a b i l i t y  and  r e s p o n s i b i l i t y  t h a n  s t a f f  m a n a g e r s ,  bu t  a r g u e s  t h a t  t h i s  
works  t o  t h e  d i s a d v a n t a g e  o f  l i n e .  He p e r c e i v e s  t h i s  r o l e  r e v e r s a l  o f  
l i n e  and s t a f f  a s  a t r e m e n d o u s  t h r e a t  t o  o r g a n i z a t i o n s  b e c a u s e  few man­
a g e r s  a r e  w i l l i n g  t o  J o i n  o r  r e m a in  I n  Line management.  A c c o rd in g  t o  
M i n e r s ,  s e e i n g  t h e  a d v a n t a g e s  o f  s t a f f  m anagement ,  t h e  b r i g h t e s t  and  
moat w e l l - q u a l i f i e d  shun  L i n e ,  L eav ing  l i n e  management t o  t h e  l e s s  
c o m p e te n t  e m p lo y e e s ,  He c o n t e n d s  t h a t  t h i s  phenomenon h a s  had s e r i o u s
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consequences  f a r  o r g a n i z a t i o n  f u n c t i o n i n g *  F i n a l l y *  M ine r  a recommends 
ft r e tu r n  t o  t h e  more t r a d i t i o n a l  co n ce p t  o f  l i n e - a t a f f  r e l a t i o n s *  I . e . ,  
r e s t o r e  a l l  a u t h o r i t y  t o  l i n e  whi le  s t a f f  manage™ p e r f o r m  s u p p o r t  and 
s e r v i c e  a c t i v i t i e s  only*
As n o te d  p r e v i o u s l y ,  t h e  a u t h o r s  d i s c u s s e d  h e re  t a k e  a  d i f f e r e n t  
view of l i n e  and s t a f f  t h a n ,  fo r  exam ple ,  F l s c h  {1961) ■ Golembiewski  
(1966) ,  o r  Dimock and Dlmock (1 9 6 4 ) .  In g e n e r a l ,  t h e y  a c c e p t  t h e  u t i l ­
i t y  of  t h e  s t r u c t u r e ,  but  a l s o  r e c o g n i z e  p ro b lem s  which  can a r i s e  from 
i t s  u se .  Most a r e  c o n c e rn e d  w i t h  d e v i s i n g  ways o f  im p r o v in g  l l n e - s t a f f  
r e l a t i o n s  i n  a r e a s  where t h e r e  i s  p o t e n t i a l  f o r  c o n f l i c t .  In t h e  f n l -  
lowing s e c t i o n  some o f  t h e  a d v a n t a g e s  and d i s a d v a n t a g e s  o f  t h e  l l n e -  
s t a f f  s t r u c t u r e  which a r e  a d d r e s s e d  i n  t h e  g e n e r a l  management l i t e r a t u r e  
a r e  summarized.
Advantages a n d  D i s a d v a n t a g e s  o f  Line and  S t a f f
The c o n t i n u e d  w id e s p re a d  use o f  l i n e  a n d  s t a f f  i n  b u s i n e s s  and i n ­
d u s t ry  c e r t a i n l y  s u p p o r t s  t h e  g e n e r a l i z a t i o n  t h a t  t h e  s t r u c t u r e  p r o v i d e s  
important  a d v a n t a g e s  t o  f o r m a l  o r g a n i z a t i o n s .  M oreover ,  i t  i s  c l e a r  
from th e  l i t e r a t u r e  t h a t  many t h e o r e t i c i a n s  a n d  p r a c t l o n e r s  c o n s i d e r  t h e  
s t r u c t u r e  t o  be a d v a n t a g e o u s  i n  s p i t e  o f  t h e  prob lems a s s o c i a t e d  with  
I t  or  c l a im s  t h a t  t h e  l l n e - s t a f f  co n ce p t  i s  o b s o l e t e .  F o r  example,  
Koontz and O 'D o n n e l l  (1976)  i d e n t i f y  e s s e n t i a l l y  th e  same a d v a n ta g e s  
o f  the  s t r u c t u r e  a s  d id  t h e  c l a s s i c i s t  a .  R e l e a s e  o f  l i n e  managers  from 
r o u t i n e  a d m l n l a t r a t i v e  t a s k s  th ro u g h  t h e  d e l e g a t i o n  o f  l i m i t e d  f u n c ­
t i o n a l  a u t h o r i t y  t o  s t a f f ;  t h e  a v a i l a b i l i t y  o f  s t a f f  a d v i s o r y  a s s i s t a n c e  
t o  l i n e  m a n a g e r s ;  p r o v i s i o n  f o r  s t a f f  a r e a  s p e c i a l i s t s ; and  t h e  d i v i s i o n
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o f  l a b o r  by p r im a ry  and s u p p o r t  f u n c t i o n s  a r e  a l l  c o n s i d e r e d  a d v a n t a g e s  
of  t h e  l l n a - s t a f f  s t r u c t u r e *  Koontz and O 'D onne l l  a l s o  emphasize  t h e  
v a lu e  o f  m a i n t a i n i n g  t h e  I n t e g r i t y  o f  t h e  l i n e  c h a i n  of  command t o  en­
s u r e  t h a t  t h e  a u t h o r i t y  o f  l i n e  managers I s  not  r e d u c e d  by s t a f f  o f f i ­
c e r s .  M iners  (197B) p o i n t s  out  t h e  dilemmas which c a n  a r i s e  when t h e  
t r a d i t i o n a l  c o n c e p t i o n  of  t h e  a u t h o r i t y  r e l a t i o n s h i p  between l i n e  and 
s t a f f  l a  not  a d h e r e d  t o .  In s h o r t ,  t h e  a d v a n t a g e s  o f  l i n e  and  s t a f f  a s  
d i s c u s s e d  In  t h e  g e n e r a l  management l i t e r a t u r e  v a ry  l i t t l e  from t h o s e  
i d e n t i f i e d  by Urwick (1 9 3 3 ) ,  Mooney (1937)  and o t h e r s  of  t h e  c l a s s i c a l  
s c h o o l ■
A d d i t i o n a l  e v i d e n c e  o f  t h e  a d v a n t a g e s  o f  t h e  s t r u c t u r e  i s  r e v e a l e d  
In t h e  f a c t  t h a t  no a l t e r n a t e  s t r u c t u r e  ap p e a r s  t o  have emerged from t h e  
l i t e r a t u r e  o r  I n  p r a c t i c e  which has  o b t a in e d  a c c e p t a n c e  e q u a l  t o  t h a t  
o f  t h e  l l n e - s t a f f  s t r u c t u r e *  C e r t a i n l y ,  no a l t e r n a t i v e  s t r u c t u r e  h a s  
r e p l a c e d  l i n e  and s t a f f *  For exam ple ,  n e i t h e r  t h e  p r o f e s s i o n a l - c l l e n t  
a p p ro a c h  o f  McGregor ( I 9 6 0 ) ,  t h e  fu n c t io n a1 - te am w o rk  scheme o f  F l s c h  
( 1 9 6 1 ) ,  n o r  t h e  C o l l e a g u e  made! of  Golem blevek l  (1966 )  has s u r f a c e d  a s  
a t r u e  a l t e r n a t i v e  t o  t h e  l l n e - s t a f f  s t r u c t u r e .  To t h i s  l i s t  can  be 
added  L l k e r t ' s  (1962 )  l i n k i n g  p in  s t r u c t u r e  and a more r e c e n t  c a n d i d a t e ,  
t h e  m a t r i x  management s t r u c t u r e  (Evans ,  1982).
These o b s e r v a t i o n s  s u g g e s t  t h a t  I t  i s  s a f e  t o  s a y  t h a t  t h e  use o f  
l i n e  and s t a f f  c o n t i n u e s  t o  c o n t r i b u t e  p o s i t i v e l y  t o  t h e  management o f  
modern b u s i n e s s  and i n d u s t r y .  But ,  I t  must be r e c o g n i s e d  t h a t  t h e  s t r u c ­
t u r e  h a s  a shadow s i d e .  T h i s  i s  I l l u s t r a t e d  by t h e  p r e v a i l i n g  r e p o r t s  
of  c o n f l i c t  be tw een  l i n e  and s t a f f  managers  and consequen t  d i s r u p t i o n  
i n  o r g a n i z a t i o n  f u n c t i o n i n g .  In t h e  l i t e r a t u r e ,  most of  t h e s e  c o n f l i c t s
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have ha an l i n k e d  t o  d i f f e r e n c e s  between l i n e  and s t a f f  managers r e s u l t ­
ing  e i t h e r  d i r e c t l y  o r  I n d i r e c t l y  from t h e  t r a d i t i o n a l  d e f i n i t i o n s  o f  
l i n e  and s t a f f .  Compounding t h e  problem h a s  been t h e  p r a c t i c a l  e v o l u ­
t i o n  o f  the s t r u c t u r e  w i t h i n  modern o r g a n i s a t i o n s .  Some o f  t h e  n e g a t i v e  
consequences  o f  l i n e  and s t a f f  a n d  t h e i r  a p p a r e n t  s o u rc e s  a r e  summarized 
below*
Students  o f  t h e  l i n e - s t a f f  s t r u c t u r e  have  examined a v a r i e t y  o f  
p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  on which,  In suae c a s e s ,  
l i n e  and s t a f f  managers  have been found t o  d i f f e r .  Among t h e s e  v a r i a ­
b l e s  a r e  a u t h o r i t y ,  a c c e p ta n c e ,  s t a t u s ,  e d u c a t i o n ,  age ,  p e r c e p t i o n  o f  
n eed s  s a t i s f a c t i o n ,  and Im por tance  o f  n e e d s ,  In many o f  t h e  I n s t a n c e s  
where l i n e  and s t a f f  managers have been r e p o r t e d  t o  d i f f e r  on t h e s e  v a r i ­
a b l e s ,  au thors  have a l s o  i n d i c a t e d  t h a t  t h e s e  d i f f e r e n c e s  can r e s u l t  In 
b e h a v i o r s  which have  n e g a t iv e  con seq u en c es  f o r  o r g a n i z a t i o n a l  f u n c t i o n ­
i n g .  For example ,  Miners (1473) s t a t e s  t h a t  s i n c e  s t a f f  managers have 
more a u t h o r i t y  a n d  s t a t u s  t h a n  l i n e ,  t h e  moat q u a l i f i e d  I n d i v i d u a l s  a r e  
no longe r  J o i n i n g  l i n e  management,  making t h e  l i n e  component o f  o r g a n i ­
z a t i o n s  le s s  e f f e c t i v e ,  C o n v e r s e ly ,  Koontz and  0 rDonnell  (1976) c o n te n d  
t h a t  d i f f e r e n c e s  between l i n e  and s t a f f  f a v o r  l i n e ,  making s t a f f  mana­
g e r s  unable t o  p e r fo rm  t h e i r  J o b s  a d e q u a t e l y .  O ther  d i s a d v a n t a g e s  t o  
o r g a n i z a t i o n s  a s s o c i a t e d  w i th  d i f f e r e n c e s  be tween  l i n o  and s t a f f  I n c l u d e :  
h ig h  tu rn -o v e r  r a t e  among l i n e  and  s t a f f  m a n a g e r s ,  f a i l u r e  t o  meet s che ­
d u l e s  and d e a d l i n e s ,  and d e l a y e d  n r  poor d e c i s i o n  making.
The l i t e r a t u r e  s u g g e s t s  t h a t ,  i n  many c a s e s ,  where d i f f e r e n c e s  b e ­
tw een  l i n e  and s t a f f  e x i s t ,  a l t h o u g h  l i n e  and s t a f f  managers  may be  
more o r  l e s s  a f f e c t e d  by t h e  d i f f e r e n c e ,  t h e  o r g a n i z a t i o n  a s  a whole l a
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inpact  erf n e g a t i v e l y *  A v a r i e t y  of  a u t h o r s  o f f e r  recouniendat  iona  f o r  
improving l i n e - s t a f f  r e l a t i o n s  and o p e r a t i o n s ,  ways t o  r educe  t h e  d i s ­
advan tages  t o  i n d i v i d u a l  managers  a s  w e l l  a s  t o  e n t i r e  organ t e a t i o n a  
( e . g . ,  s e e  Baker and S c h a f f e r ,  £969 and Koonts and O 'D o n n e l l ,  1976) .
In view o f  t h e  w idesp read  use  of  t h e  s t r u c t u r e  and t h e  k in d s  o f  d i s a d ­
van tages  t h e  l i t e r a t u r e  s u g g e s t s  a r e  a s s o c i a t e d  w i th  i t ,  i t  seems im­
por tan t  t o  a c q u i r e  s k i l l  i n  r e c o g n i s i n g  e x i s t i n g  l i n e - s t a f f  c o n f l i c t s  
a s  well  a s  p o t e n t i a l  s o u r c e s  of  l i n e - s t a f f  problems a s  a p r e lu d e  to  
d e v e lo p in g  p r e v e n t iv e  o r  c o r r e c t i v e  m easu re s .  U n f o r t u n a t e l y ,  t h e  con­
t r a d i c t  lo n e  and a m b i g u i t i e s  In  t h e  g e n e r a l  management l i t e r a t u r e  make 
t h i s  a d i f f i c u l t  t a s k .
The L t n e - a t a f f  concep t  a s  i t  I s  d i s c u s s e d  in t h e  g e n e r a l  management 
l i t e r a t u r e  has been re v ie w e d  here* ALthough i n a t i t u t l o n e  o f  h i g h e r  edu­
c a t i o n  d i f f e t  in  many ways from b u s i n e s s  and I n d u s t r i a l  o r g a n i z a t i o n s ,  
t h e  l i n e - s t a f f  s t r u c t u r e  i s  used  i n  b o t h  s e t t i n g s .  F o r  a v a r i e t y  o f  
reasons  t h e  t o p i c  of  l i n e  and s t a f f  has  been d i s c u s s e d  much l e s s  f r e ­
q u e n t ly  i n  t h e  academic  L i t e r a t u r e  t h a n  In t h e  g e n e r a l  management l i t e r ­
a t u r e .  Where the  l i n e - s t a f f  s t r u c t u r e  has  been examined In h i g h e r  edu­
c a t i o n ,  however,  t h e  o v e r a l l  p i c t u r e  p r e s e n t e d  of  t h e  s t r u c t u r e  does  
not  d i f f e r  r a d i c a l l y  from t h a t  of  t h e  g e n e r a l  management l i t e r a t u r e .
Line and S t a f f  i n  I n s t i t u t i o n s  o f  Higher E duca t ion
A ccord ing  t o  Lawrence Veysey ( 1 9 6 5 ) ,  t h e  o v e r a l l  s t r u c t u r e  of  t h e  
american u n i v e r s i t y  was d e f i n e d  by t h e  t u r n  o f  t h e  T w e n t i e th  C e n tu ry ,
By 1S90, e n r o l l m e n t  had begun t o  i n c r e a s e  d r a m a t i c a l l y  ae  new s c h o o l s  
opened and a b ro a d e r  p o p u l a t i o n  began t o  view a c o l l e g e  degree  a s  a
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v a l u a b l e  a i d  t o  s o c i a l  m o b i l i t y *  E a r l i e r  i n n o v a t i o n s  s u c h  a s  t h e  e l e c ­
t i v e  s y s t e m ,  t h e  g r a d u a t e  s c h o o l ,  a n d  t h e  academic  depa r tm en t  had be­
come common a t  most I n s t i t u t i o n s ,  L i k e w i s e ,  Veysey n o t e s  t h a t  "bureau­
c r a t i c  p r o c e d u r e s  o f  many s o r t s "  were  on t h e  I n c r e a s e  ( 1965, p» 168) ,  
Accompanying t h e  g ro w th  In s i z e  and c o m p l e x i t y  o f  I n s t i t u t i o n s  was th e  
a p p e a r a n c e  o f  an  a d n i s t r s t l v e  b u r e a u c r a c y .
A l th o u g h  Veysey a r g u e s  t h a t  t h e  academic  a d m i n i s t r a t i v e  b u reauc racy  
d i d  not  d e v e l o p  a s  f u l l y  o r  a s  I m p e r s o n a l l y  a s  t h e  I n d u s t r i a l  v e r s i o n ,
I t  was n e c e s s a r y  t o  I n s t i t u t i o n s  once  t h e y  began t o  expand in  s i z e  and 
become more  d i v e r s e  i n  t h e i r  a c t i v i t i e s .  In s p i t e  o f  I t s  be ing  e s s e n ­
t i a l  t o  t h e  c o n t i n u e d  e x p a n s i o n  o f  i n s t i t u t i o n s ,  Veysey p o i n t s  ou t  t h a t  
" a l m o s t  f rom I t s  b e g i n n i n g ,  t h e  a p p e a r a n c e  o f  a d m i n i s t r a t i o n  provoked 
d i v i s i v e  r e s e n t m e n t s  w i t h i n  t h e  a c a d e m ic  p o p u l a t i o n "  (1965 ,  p.  300) .
An e a r l y  a r t i c l e  by J o s e p h  J a a t r o v  ( 1 9 0 6 )  c o n f i r m s  Veyseyt a as sessment 
o f  t h e  s i t u a t i o n ,
V eysey  c o n t e n d s  t h a t  t h e  g ro w th  o f  academic a d m i n i s t r a t i o n  which 
b e g a n  In  t h e  1390 ' s  has  n e v e r  s t o p p e d  (1 9 6 5 ,  p.  306) .  T h i s  view i s  
l a r g e l y  c o n f i r m e d  by p r a c t i c a l  o b s e r v a t i o n  aa  w a l l  a s  by t h e  L i t e r a t u r e  
on c o n t e m p o r a r y  aca d e m ic  a d m i n i s t r a t i o n  ( e . g . ,  Bolton  and Genck, 1971; 
M cG ra th ,  1971;  D uryea ,  1973;  G ro s s  and  Grambsch,  1974; D r e s s e l ,  1981), 
Even In  a t i m e  o f  s t e a d y  s t a t e  o r  d e c l i n e  In e n r o l l m e n t s ,  S c o t t  (1979) 
a r g u e s  t h a t  d e c l i n e  In some a r e a s  o f  a d m i n i s t r a t i o n  w i l l  be o f f s e t  by 
" c h a n g i n g  s t y l e s  o f  management and a g row ing  b u r e a u c ra c y  in  o t h e r  sup­
p o r t  a r e a s "  ( S c o t t ,  1979T p* 3 2 ) ,  The o v e r a l l  Impact o f  t h e  c u r r e n t  
p e r i o d  o f  r e t r e n c h m e n t  on t h e  number o f  academic  a d m i n i s t r a t o r s  cannot  
y e t  be  a s s e s s e d .  However,  I t  l a  I n t e r e s t i n g  t o  n o te  t h a t  a r e c e n t  Col-
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l e g e  and U n i v e r s i t y  P e r s o n n e l  A s s o c i a t i o n  (CUPA) s u r v e y  found t h a t  In  
s p i t e  o f  d e c l i n i n g  e n r o l l m e n t s ,  i n s t i t u t i o n s  In  a l l  of t h e  f i n a n c i a l  
s t a t u s  g roups  examined had c o n t i n u e d  t o  h i r e  a d m i n i s t r a t o r s  f o r  b o t h  
e x i s t i n g  and new p o s i t i o n s  (Women and M i n o r i t i e s  i n  A d m i n i s t r a t i o n  o f  
H i g h e r  E d u ca t io n  I n s t i t u t i o n s , 1981,  pp ,  4 3 - 5 4 ) .
Recent  s t u d i e s  a l s o  I n d i c a t e  t h a t  t e n s i o n  be tw een  academ ic  adm in ­
i s t r a t o r s  and  f a c u l t y ,  d e s c r i b e d  by Veysey a s  a  c o n c o m i ta n t  o f  t h e  
g r o w t h  o f  management in  academe, h a s  c o n t in u e d  t o  e x i s t  ( In g ra h a m  and 
K in g ,  1968) .  Blyn and Z o e ra e r  a r g u e  t h a t  " management I t s e l f  I s  l i t t l e  
v a l u e d .  Indeed i t  I s  o f t e n  v iewed  a s  s u s p e c t ,  m a n i p u l a t i v e  and 
M a c h i a v e l l i a n ,  a  t h r e a t  t o  academic  freedom" (1 9 8 2 ,  p.  2 2 ) .  Many a t t r i ­
b u t e  t h e  r o o t s  o f  t h e  d i s a f f e c t i o n  between a d m i n i s t r a t o r s  and f a c u l t y  
membera t o  t h e  p h i l o s o p h i c a l  and p r a c t i c a l  d i f f e r e n c e s  be tween t h e  t r a ­
d i t i o n a l  c o l l e g i a l  model  o f  g o v e rn a n c e  p r e f e r r e d  by f a c u l t y  and t h e  
more b u r e a u c r a t i c ,  i n f o r m a t i o n - i n t e n s i v e ,  model found  more s u i t a b l e  t o  
a d m i n i s t r a t o r s  (M ea th ,  1971; ftourke and Brooks ,  1964; and I k e n b e r r y ,  
1 9 7 2 ) .  A ls o ,  a l t h o u g h  i t  i s  l a r g e l y  ag reed  t h a t  t h e  o v e r a l l  g o v e rn a n c e  
p a t t e r n  w i t h i n  i n s t i t u t i o n s  t o d a y  i s  h ea t  d e s c r i b e d  as  a mix be tw een  
t h e  b u r e a u c r a t i c ,  c o l l e g i a l ,  and p o l i t i c a l  mode ls  o f  g o v e rn an c e  (Anse lm, 
1980 and  S c o t t ,  1 9 7 8 ) ,  many w r i t e r s  p e r c e i v e  a d m i n i s t r a t o r s  t o  h a v e  more 
a u t h o r i t y  t h a n  f a c u l t y ,  s t u d e n t s ,  o r  a lum n i  (Grose  and Grambsh,  1 9 7 4 ) ,
In  s p i t e  of  a c c u s a t i o n s  o f  i n e f f e c t i v e n e s s ,  c o n f l i c t s  w i th  f a c u l t y  
and s t u d e n t s ,  and an  u p s u rg e  o f  i n f l u e n c e  from e x t e r n a l  s t a t e  and f e d e r ­
a l  a g e n c i e s ,  t h e  a d m i n i s t r a t i v e  component o f  t h e  academLc community h a s  
grown In  a i r a  and power t h r o u g h o u t  t h i s  c e n t u r y .  F o l lo w in g  World War IX 
and t h e  p a s t - S p u t n i k  boom in  American h i g h e r  e d u c a t i o n ,  t h e  l i t e r a t u r e
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has p a id  I n c r e a s i n g  a t t e n t i o n  t o  t h e  b u rg e o n in g  r a n k s  o f  academic  admin-* 
1 s t r e t o r t *  In  a d d i t i o n  t o  a n a l y z i n g  t h e  t r a d i t i o n a l l y  p rominen t  p o s i ­
t i o n s  of  p r e s i d e n t  and academic  d e a n ,  s t u d e n t e  o f  h i g h e r  e d u c a t i o n  ad­
m i n i s t r a t i o n  have begun t o  examine o t h e r ,  Less v i s i b l e  academic  admin­
i s t r a t o r s  a n d ,  t o  some e x t e n t ,  t h e  o r g a n i z a t i o n a l  s t r u c t u r e s  w i t h i n  
which th e y  work*
In  t h e  fo l l o w i n g  t h r e e  s e c t i o n s ,  t h e  academic  l i n e - s t a f f  s t r u c t u r e  
i s  d i s c u s s e d .  The f i r s t  d e a l s  w i th  t h e  concep t  o f  l i n e  and s t a f f  a s  i t  
h a s  been a d d r e s s e d  in t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e !  The second ex­
amines t h e  r e l a t i o n s h i p  between t h e  academic  l i n e - s t a f f  l i t e r a t u r e  and 
t h e  h i g h e r  e d u c a t i o n  m i d d le  management l i t e r a t u r e .  F i n a l l y ,  a d v a n t a g e s  
and d i s a d v a n t a g e s  of  t h e  academic  l i n e - s t a f f  s t r u c t u r e  a r e  d i s c u s s e d ,
P e r s p e c t i v e a  on Academic Line  and S t a f f
Two g roups  of  w r i t e r s  who a d d r e s s  t h e  l i n e - s t a f f  s t r u c t u r e  In t h e  
h ig h e r  e d u c a t i o n  l i t e r a t u r e  a r e  d i s c u s s e d  h e r e .  Members o f  t h e  f i r s t  
group  a d d r e s s  t h e  t o p i c  I n d i r e c t l y ,  They te n d  t o  a c c e p t  t h e  t r a d i t i o n a l  
d e f i n i t i o n s  and  a d v a n t a g e s  o f  t h e  s t r u c t u r e  u n c r i t i c a l l y ,  r e v e a l i n g  t h e  
t a c i t  a s s u m p t io n  t h a t  t h e  use o f  l i n e  and s t a f f  I s  common i n  c o l l e g e  and 
u n i v e r s i t y  management* The second g roup  f o c u s e s  d i r e c t l y  on t h e  s t r u c ­
tu r e *  These  w r i t e r s  view t h e  l i n e - s t a f f  s t r u c t u r e  a s  an o r g a n i z a t i o n a l  
c o n s t r u c t  w h ich ,  a s  a r e s u l t  o f  i t s  p o t e n t i a l  n e g a t i v e  Impact on academic  
a d m i n i s t r a t o r s  and t h e i r  i n s t i t u t i o n s ,  d e s e r v e s  c l o s e r  e x a m in a t io n .
Line and S t a f f  -  R e f e r e n c e s  t o  t h e  C oncep t , In g e n e r a l ,  t h e  concep t  
of  l i n e  and s t a f f  i s  r a r e l y  d e a l t  w i t h  i n  t h e  academic  management l i t e r ­
a t u r e ;  and t h e  t e r n s  l i n e  and s t a f f  a r e  seldom u s e d .  In most I n s t a n c e s
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i t  wean* t h a t  h ig h e r  e d u c a t io n  h a s  har row ed  t h e  l i n e - s t a f f  c o n c e p t  a n d  
I t  a o p e r a t i o n a l  s t r u c t u r e  Er am g e n e r a l  management,  hut  h a s  l a r g e l y  
a v o i d e d  u se  o f  t h e  s t a n d a rd  t e r m i n o l o g y ,  i n - d e p t h  d i s c u s s i o n  o f  t h e  con ­
c e p t  , and f u l l  r e c o g n i t i o n  o f  t h e  I s s u e  a u s u a l l y  a s s o c i a t e d  w i t h  t h e  
s t r u c t u r e *  T h i s  k in d  o f  approach  t o  academic  l i n e  and s t a f f  l a  i l l u s ­
t r a t e d  h e r e  by r e f e r e n c e s  made t o  t h e  concep t  by L i t c h f i e l d  ( 1 9 5 9 ) ;  
f tourke and Brooks (1964 /1971) ;  B o l ton  and Genck (1 9 7 1 ) ;  D r e a s e l  ( 1 9 8 1 ) ;  
and Moore, S a l i n b e n e ,  Mar H e r ,  and Bragg ( 1 9 8 3 ) .
I n  t h e  l a t e  19501 a and e a r l y  1 9 6 0 ' s  American c o l l e g e s  and u n i v e r ­
s i t i e s  were f a c i n g  e x p an s io n  a t  an u n p r e c e d e n t e d  r a t e *  D i s c u s s i n g  t h e  
a d m i n i s t r a t i v e  changes  r e q u i r e d  t o  manage t h i s  g ro w th ,  Edward L i t c h f i e l d  
e x p r e s s e d  a need f o r  t h e  development o f  s t a f f  p o s i t i o n s  t o  p r o v i d e  ad­
v i s o r y  a s s i s t a n c e  t o  t h e  p r e s i d e n t .  He no ted t h a t  w i th  t h e  deve lopm en t  
o f  such  s t a f f  g r o u p s ,  c a u t i o n s  s h o u ld  be t a k e n  t o  avo id  c r e a t i n g  a n o t h e r  
l e v e l  o f  a u t h o r i t y  which would w a k e n  t h e  p o s i t i o n  o f  d e a n s .  He s t r e s s e d  
t h a t  t h i s  g r o u p  shou ld  perform on ly  s t a f f  f u n c t i o n s ;  i t  shou ld  no t  e x e r ­
c i s e  c h o i c e ,  but  r a t h e r ,  p a r t i c i p a t e  i n  d e f i n i n g  i s s u e s ,  i d e n t i f y i n g  
a l t e r n a t i v e s ,  and a n a l y z in g  o p t i o n s .  L i t c h f i e l d  d i d  n o t  d i s c u s s  t h e  
l i n e - s t a f f  s t r u c t u r e  per  s a , a l t h o u g h  he  was c l e a r l y  aware o f  t h e  t r a ­
d i t i o n a l  d e f i n i t i o n s  o f  l i n e  and s t a f f .  However,  h i s  n a i v e t i  abou t  
t h e  s t r u c t u r e  was r e v e a l e d  somewhat when he m e n t io n e d  t h a t  w h i l e  i t  
would be d i f f i c u l t  t o  develop an u n d e r s t a n d i n g  o f  t h e  s t a f f  r o l e  i n  
t h e  u n i v e r s i t y  s t r u c t u r e ,  t h e  concep t  had  lo n g  been a c c e p t e d  i n  o t h e r  
o r g a n i s a t i o n s  ( L i t c h f i e l d ,  1959/1971 ,  p p .  1 5 0 -1 6 6 ) .
In a 1964 s tu d y  of  t h e  i n t r o d u c t i o n  o f  s c i e n t i f i c  management meth ­
ods w i t h i n  c o l l e g e s  and u n i v e r s i t i e s ,  Rourke and Brooks  c l a s s i f i e d  t h e
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o f f i c e  of  i n s t i t u t i o n a l  r e s e a r c h  a s  a s t a f f  a c t i v i t y *  Although t h e y  
no te d  t h a t  i n  aoine r a r e  c a s e s  t h e  d i r e c t o r  of  i n s t i t u t i o n a l  r e s e a r c h  
was " a t  t h e  c e n t e r  o f  u n i v e r s i t y  d e c i s i o n  m a k in g ,"  i n  t h e  m a j o r i t y  o f  
i n s t a n c e s ,  t h e  d i r e c t o r  was " a t  most a  t e c h n i c a l  c o n s u l t a n t  t o  t h e  t o p  
l e v e l s  of  u n i v e r s i t y  p o l i c y  making" (Rourke and  B rooks ,  1964/1971,  p* 
L77),  Rourke and Brooks  a l s o  n o te d  t h a t ,  In o t h e r  c a s e s ,  t h e  o f f i c e  
of  I n s t i t u t i o n a l  r e s e a r c h  was i g n o r e d  by t h e  a d m i n i s t r a t i o n  and had  no 
impact  on d e c i s i o n  making* A g a in ,  i t  i s  c l e a r  t h a t  Rourke and Brooks  
c o n s i d e r e d  a  l i n e - s t a f f  s t r u c t u r e  t o  be i n  o p e r a t i o n  and were aware of  
t h e  t r a d i t i o n a l  c o n c e p t i o n  of  l i n e  and s t a f f .  However,  o n ly  t h e  t e rm  
s t a f f  was used  in  t h e i r  d i s c u s s i o n ,
Bo l ton  and Cenck (1971)  a l s o  r e f e r r e d  t o  academic  s t a f f  In  a manner 
which r e f l e c t s  t h e  t r a d i t i o n a l  s u p p o r t  r o l e  o f  s t a f f  In formal o r g a n i z a ­
t i o n s .  Although aca dem ic  l i n e  m anagers  were no t  m en t ioned ,  Bo l ton  and 
Genck con tended  t h a t  a d d i t i o n a l  s t a f f  n a n a g e r s  were needed in  t h e  a r e a s  
of  p e r s o n n e l ,  p l a n n i n g ,  and f i n a n c i n g  t o  p r o v id e  s u p p o r t  t o  t o p  manage­
ment a s  w e l l  aa  s e r v i c e s  t o  t h e  b r o a d e r  academic  community (1971 ,  pp,  
Z79-Z91) .  Bo l ton  and Cenck c l e a r l y  assumed t h e  p r e s e n c e  of  a l i n e - s t a f f  
s t r u c t u r e  in  c o l l e g e  and  u n i v e r s i t y  management.  S i m i l a r l y ,  Moore,  
Sa l im beno ,  H a r l i e r ,  and  Bragg (1963)  d i s t i n g u i s h  between th e  academic  
a d m i n i s t r a t i v e  h i e r a r c h y — r e f e r r i n g  t o  p r e s i d e n t s  and deans as l i n e  
admin 1 s t  r a t  o r a 4*-and t h e  non-academ ic  a d m i n i s t r a t i v e  h i e r a r c h y  In exam­
i n i n g  t h e  c a r e e r  p a t h  of  t o p  aca dem ic  l i n e  a d m i n i s t r a t o r s .  They do not 
r e f e r ,  however ,  d i r e c t l y  t o  t h e  l i n e - s t a f f  d ic ho tom y (Moore e t  a l . ,  
pp .  500 -5 1 5 ) .
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F i n a l l y ,  among t h i s  g ro u p  of  w r i t e r s ,  t h e r e  a r e  o c c a s i o n s  where 
l i n e  and s t a f f  a r e  mentioned d i r e c t l y ,  and same conce rn  I s  v o ic e d  o ve r  
u se  o f  t h e  s t r u c t u r e .  While d i s c u s s i n g  t h e  e x p a n s io n  o f  t h e  a d m i n i s t r a ­
t i v e  component  Of c o l l e g e  and  u n i v e r s i t i e s ,  Pau l  D r e s s a l  s a y s ,
I n  r e c e n t  y e a r s ,  even in  small I n s t i t u t i o n s ,  t h e r e  has  been 
a n  I n c r e a s e  In t h e  range and number o f  t i t l e s  t h a t  c a r r y  an 
a d m i n i s t r a t i v e  o r  m anager ia l  i m p l i c a t i o n  . . .  sone o f  t h i s  
t i t l e  p r o l i f e r a t i o n  I s  due to  t h e  I n c r e a s i n g  I n c u r s i o n  o f  
e x t e r n a l  a f f a i r s  in to  t h e  o p e r a t i o n  of  t h e  I n s t i t u t i o n .  Par t  
o f  i t  I s  due t o  t h e  s t y l e  of  some p r e s i d e n t s  who p r e f e r  t o  
d i s e n g a g e  t h e m s e l v e s  from d e t a i l s  and focus  on t h e  major  d e c i ­
s i o n s  t o  be made about t h e  i n s t i t u t i o n *  Another  p a r t  o f  the  
p ro b le m  a r i s e s  ou t  of a con fus ion  between l i n e  s t a f f  ( t h a t  i s ,  
s t a f f  i n  t h e  d i r e c t  l i n e  o f  a u t h o r i t y  w i th  some d e l e g a t i o n  
f o r  d e c i s i o n  making)  and s t a f f  i n v o l v i n g  i n d i v i d u a l s  who a s ­
s i s t  l i n e  a d m i n i s t r a t o r s  and may r e p r e s e n t  them In a  v a r i e t y  
o f  m e e t i n g s  but have no a u t h o r i t y  on t h e i r  own. ( D r e s s e l ,
p.  100)
U n f o r t u n a t e l y  f o r  t h o s e  i n t e r e s t e d  In t h e  l i n e - s t a f f  s t r u c t u r e  in  h i g h e r  
e d u c a t i o n ,  D r e s s e l  d o e s  not  e l a b o r a t e  f u r t h e r  on h i s  comment about a c a ­
demic l i n e  and s t a f f  managers .
The m a t e r i a l  d e s c r i b e d  above p ro v id e s  e v i d e n c e  of  an u n d e r ly i n g  a s ­
s u m p t io n  I n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  of  t h e  uae o f  t h e  l i n e - s t a f f  
s t r u c t u r e  w i t h i n  I n s t i t u t i o n s  o f  h ighe r  e d u c a t i o n .  Note ,  however,  t h a t  
fo r  t h e  most  p a r t  l i t t l e  a t t e n t i o n  a p p e a r s  t o  have been g ive n  t o  th e  
t o p i c ,  and  I t  seems t h a t  no one has approached  th e  s u b je c t  from a t h e o -
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r e t  t e a l  p e r s p e c t iv e *  In t h e  f o l l o w i n g  s e c t i o n ,  s e v e r a l  s t u d i e s  which 
have addressed  academic  l i n e  and  s t a f f  d i r e c t l y  a r e  i d e n t i f i e d  and  d i s ­
cussed .
Line and S t a f f  -  S tu d ie s  o f  t h e  S t r u c t u r e * A rev iew o f  t h e  h i g h e r  
e d u c a t io n  l i t e r a t u r e  r e v e a le d  o n ly  s i x  r e p o r t s  which d e a l  in  some d i r e c t  
way with  acaden lc  l i n e  and s t a f f *  Inc lude d  a r e  works by S e v i l l e  ( c .  
1978),  S a g a r l a  (1980) ,  An HeIn (19B0), Smith and T a t a  (1981 ) ,  S a g a r l a  
and Moore (1961 ) ,  and  Moore and S a g a r l a  (1982)* S i m i l a r  t o  nany  s t u d i e s  
o f  l i n e  and s t a f f  in  g e n e ra l  management,  t h e s e  r e p o r t s  te n d  t o  fo cu s  on 
i d e n t i f y i n g  d i f f e r e n c e s  between l i n e  and s t a f f  m anagers .  In  some c a s e s ,  
p e r s o n a l  and o r g a n i z a t i o n a l  d y s f u n c t i o n s  r e l a t e d  t o  l i n e - s t a f f  d i f f e r ­
en c e s  a t e  d i s c u s s e d .
In a r e p o r t  by Anthony S e v i l l e  (c* 1978), a c a d e n l c  l i n e  managers  
were i d e n t i f i e d  a s  having  more a u t h o r i t y  th a n  academic s t a f f  m a nage r s .  
S e v i l l e  deec r lhed  th e  l i n e  c h a i n  o f  command aa runn ing  "ftom t h e  l e g i s ­
l a t u r e ,  a govern ing  b o a rd ,  t h e  p r e s i d e n t ,  h i s  a p p o i n t e d  a d m i n i s t r a t o r s ,  
d e a n s ,  depar tment  c h a i r p e r s o n s ,  and f a c u l t y "  ( c .  1978, p ,  12)* He de­
s c r i b e d  s t a f f  p o s i t i o n s  aa t h o s e  which evo lve  from l i n e  p o s i t i o n s  but 
have no a u t h o r i t y  o t h e r  than th ro u g h  t h e  p o s i t i o n  from which t h e y  
evo lved .  He Inc luded  a s  examples of  s t a f f  managers!  l i b r a r i a n s ,  l e g a l  
o f f i c e r s ,  p u b l i c a t i o n s  s p e c i a l i s t s ,  budget  o f f i c e r s ,  and r e s e a r c h  o f f i ­
c e r s  ( S e v i l l e ,  c* 1978,  p. 12 ) .  A ccord ing  t o  S e v i l l e ,  t h e  t r a d i t i o n a l  
p a t t e r n  of l i n e - s t a f f  a u t h o r i t y  r e l a t i o n s h i p s  l a  m a in ta in e d  i n  t h e  u n i ­
v e r s i t y  s e t t i n g .
Sagar la  (19B0) r e p o t t e d  t h a t  a d m i n i s t r a t o r s  h o ld in g  academic  l i n e  
p o s i t i o n s  pe rce ived  them se lves  t o  have more power t h a n  d id  t h e s e  h o ld in g
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a c a d e n l c  s t a f f  p o s i t i o n s .  The r e s u l t s  o f  S a g a r l a ' s  r e s e a r c h  p ro v id e d  
s u p p o r t  f o r  K a n t e r ' s  (1979 )  h y p o t h e s i s ,  " t h a t  I t  I s  t h e  I n d i v i d u a l ' s  
p o s i t i o n  In  t h e  o r g a n i s a t i o n  r a t h e r  th a n  t h e  I n d i v i d u a l  t h a t  d e t e r m in e s  
t o  t h e  g r e a t e s t  e x t e n t  w h e th e r  a  manager h a s  power" ( S a g a r l a ,  1980, p.  
6 5 ) .  S a g a r l a  d i s c u s s e d  h e r  f i n d i n g s  In t e r m s  of  t h e  impact t h e  d i f f e r ­
ence  between l i n e  and s t a f f  on p e r c e p t i o n  o f  power might have on mana­
g e r s '  j o b  p e r fo rm a n c e .  T h i s  s t u d y  a l s o  s u p p o r t s  t h e  e x i s t e n c e  o f  a 
more o r  l e s s  t r a d i t i o n a l  l i n e - s t a f f  s t r u c t u r e  w i t h i n  academe.
Anselm (1980)  focused  on t h e  e x a m in a t io n  of  p r o f e s s i o n a l  s t a f f  
p o s i t i o n s  w i t h i n  t h e  c o n t e x t  of  o r g a n i z a t i o n a l  s t r u c t u r e ,  power,  and 
c o n f l i c t .  She i d e n t i f i e d  p r o f e s s i o n a l  s t a f f  a s  "members of  t h e  upper  
e c h e lo n  o f  t h e  nonacademic  s t a f f  h i e r a r c h y  h o l d i n g  such t i t l e s  aa  a s s i s t ­
a n t  t o  t h e  p r e s i d e n t ,  v i c e  p r e s i d e n t ,  or  d e a n ,  and d i r e c t o r ,  c o n t r o l l e r ,  
o r  r e g i s t r a r "  (Anse lm, 1980,  p .  1 ) .  Anselm i n c l u d e d  f i v e  d i s t i n c t  o r ­
g a n i z a t i o n a l  g r o u p s  i n  h e r  s t u d y i p r o f e s s i o n a l  s t a f f ;  s u p e r o r d l n a t e s ,  
such  a s  p r e s i d e n t ,  v i c e  p r e s i d e n t  end  dean ;  s u b o r d i n a t e s ,  I n c l u d i n g  mid- 
l e v e l  nonacademic  s t a f f ;  n o n s u p e r o r d i n a t e  academic  d e a n s ;  academic 
c h a i r s ;  and f a c u l t y .  She found t h a t  among t h e  g roups  q u e s t io n e d  about  
t h e  r o l e  of  p r o f e s s i o n a l  s t a f f ,  a  m a j o r i t y  o f  r e s p o n d e n t s  w i th i n  each  
c a t e g o r y  a g r e e d  t h a t  t h e  p r im ary  s o u r c e  o f  p r o f e s s i o n a l  s t a f f  power was 
a s  an i n f o r m a t i o n  b r o k e r ;  t h a t  p r o f e s s i o n a l  s t a f f  should  not have a c c e s s  
t o  t h e  I n s t i t u t i o n ' s  gove rn an c e  sys tem; and  t h a t  p r o f e s s i o n a l  s t a f f  had 
l a s s  s t a t u s  t h a n  academic  l i n e  a d m i n i s t r a t o r s  or  f a c u l t y  (Anselm, 1980, 
pp.  195-200) .  In  g e n e r a l  t h e r e  was more agreement among th e  academic  
and nonacademic a d m i n i s t r a t i v e  components t h a n  between th e  a d m i n i s t r a ­
t i v e  component a s  a  whole and t h e  f a c u l t y  component a s  a whole.  For
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exam ple ,  w h i le  t h e  a d m i n i s t r a t i v e  component viewed p r o f e s s i o n a l  s t a f f  
aa  f a c i l i t a t o r s ,  f a c u l t y  saw t h e n  a s  " b a t t l e r s  o r  c a u s e s  o f  d i s s a t i S -  
f a c t i o n "  (Anselm, i9 6 0 ,  p .  196)* Anselm c o n te n d s  t h a t  h e r  r e s e a r c h  In-* 
(H ea ted  t h a t  t h e  r e l a t i o n s h i p  be tween  p r o f e s s i o n a l  s t a f f  and f a c u l t y  
was no t  o r g a n i s a t i o n a l l y  d e f i n e d  and t h a t  t h i s  c o n s t i t u t e s  a  p a t e n t l a I  
Source o f  c o n f l i c t *
In  a  r e p o r t  by S m i th  and T a t a  ( 1 9 8 1 ) ,  academ ic  l i n e  and s t a f f  man­
a g e r s  were  d e s c r i b e d  a s  d i f f e r i n g  on a u t h o r i t y ,  au tonomy, and d e f i n i t i o n  
o f  r o l e *  According  t o  Smith  and T a t a ,  academic  l i n e  m anagers  had more 
a u t h o r i t y  and autonomy a s  w e l l  a s  more c l e a r l y  d e f i n e d  r o l e s  t h a n  a c a ­
demic s t a f f ,  They a l s o  c o n te n d e d  t h a t  r a c i a l  m i n o r i t i e s  h e l d  fewer l i n e  
p o s i t i o n s  th a n  s t a f f  p o s i t i o n s .  They a rg u e d  t h a t  b eca u se  s t a f f  p o s i ­
t i o n s  w ere  i n h e r e n t l y  l e s s  p r e s t i g i o u s  and  pow er fu l  t h a n  l i n e ,  m i n o r i t y  
academic  s t a f f  a d m i n i s t r a t o r s  were l e e s  l i k e l y  t o  a c h i e v e  e f f e c t i v e  J ob  
pe r fo rm ance  (S m i th  and  T a t a ,  pp .  8 - 1 5 ) ,  Like t h e  s t u d i e s  o f  S e v i l l e  ( c .  
1978) and S a g a r l a  ( 1 9 8 0 ) ,  Smith  end T a t a ' s  r e p o r t  s u p p o r t s  t h e  e x i s t e n c e  
o f  a  t r a d i t i o n a l  l i n e - s t a f f  s t r u c t u r e  i n  u n i v e r s i t y  a d m i n i s t r a t i o n .
The r e s u l t s  o f  a  s t u d y  by S a g a r l a  and Moore (1981)  I n d i c a t e d  t h a t  
academic  s t a f f  m a n ag e r s  had  a b e t t e r  o p p o r t u n i t y  t h a n  l i n e  f o r  advance­
ment w i t h i n  I n s t i t u t i o n s ,  w h i le  academ ic  l i n e  managers  had a b e t t e r  op­
p o r t u n i t y  th a n  s t a f f  f o r  advancement a c r o s s  i n s t i t u t i o n s *  S a g a r l a  and 
Moore d e f i n e d  l i n e  a a  t h e  " ' o r g a n i z a t i o n a l  c h a i n  o f  command’ d i r e c t l y  
c o n n ec ted  w i th  f a c i l i t a t i n g  t e a c h i n g ,  r e s e a r c h  and s e r v i c e  p r o c e s s e s , " 
and s t a f f  a s  t h e  " f u n c t i o n s  which a r e  a d j u n c t  t o  p r im a r y  t a s k s  and g e n ­
e r a l l y  i n t e n d e d  t o  s u p p o r t  l i n e  f u n c t i o n s "  (1981,  p* 5 ) .  In a s e p a r a t e  
s tu d y ,  Moore and S a g a r l a  (1983)  r e p o r t e d  t h a t  academic  l i n e  managers
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had h i g h e r  rank*  more Job s e c u r i t y ,  and h i g h e r  e d u c a t i o n a l  l e v e l s  t h a n  
a c a d e n l c  s t a f f  m a nage r s ,  they  a l s o  r e p o r t e d  t h a t  l i n e  o f f i c e r s  t e n d e d  
t o  be s l i g h t l y  o l d e r  t h a n  s t a f f  o f f i c e r s ,  w h i t e  Line and s t a f f  managers 
d id  no t  d i f f e r  a p p r e c i a b l y  i n  t e r m s  o f  m a r i t a l  s t a t u s ■ F i n a l l y ,  Moore 
and S a g a r l a  found t h a t  whi le  women h e l d  fewer  l i n e  and s t a f f  p o s i t i o n s  
th a n  men,  t h e y  h e l d  p r o p o r t i o n a l l y  more s t a f f  p o s i t i o n s  t h a n  l i n e  p o s i ­
t i o n s .  In  t h e i r  d i s c u s s i o n  of  t h e  Impact of  l i n e - s t a f f  d i f f e r e n c e s  on 
academic  managers ,  Moore and S a g a r l a  no ted  t h e  d i s a d v a n t a g e s  o f  be ing  
a female  academic  s t a f f  manager.
The s t u d i e s  r e p o r t e d  h e r e ,  combined w i t h  t h e  r e f e r e n c e s  t o  l i n e  
and s t a f f  d i s c u s s e d  e a r l i e r ,  o f f e r  c o n s i d e r a b l e  s u p p o r t  f o r  t h e  l i n e -  
s t a f f  s t r u c t u r e  a s  a  b r o a d ly  a c c e p t e d — i f  no t  i n t e n s e l y  exam ined— 
s t r u c t u r e  In academic  management.  Compared t o  t h e  amount of  In fo rm a­
t i o n  on Line and s t a f f  In t h e  g e n e r a l  management l i t e r a t u r e ,  t h a t  In 
t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  i s  s p a r s e  i n d e e d .  Note ,  f o r  example,  
t h a t  t h e  s i x  s t u d i e s  o f  academic Lins  and s t a f f  d e s c r i b e d  in  t h i s  sec­
t i o n  ware a l l  p u b l i s h e d  over  t h e  p e r i o d  1976-1982 .  T h i s  showing of  
i n t e r e s t  i n  t h e  L i n e - s t a f f  s t r u c t u r e  may, in  p a r t ,  be a t r a i l i n g  r e s u l t  
o f  t h e  g e n e r a l  i n c r e a s e  in  a t t e n t i o n  t o  academic  managers which has  
o c c u r r e d  o v e r  t h e  l a s t  decade or  s o .  However,  what  a p p e a r s  more L ike ly  
i s  t h a t  t h e  d i r e c t i o n  t a k e n  In s t u d y i n g  academic  m anagers ,  p a r t i c u l a r l y  
midd le  m a n a g e r s ,  baa u n t i l  r e c e n t l y  obscured  t h e  r o l e  o f  t h e  l i n e - s t a f f  
s t r u c t u r e  In  c o l l e g e s  and  u n i v e r s i t i e s .  In t h e  nex t  s e c t i o n  t h e  r e l a ­
t i o n s h i p  be tween  t h e  academic  midd le  management l i t e r a t u r e  and t h e  a c a ­
demic l i n e - s t a f f  l i t e r a t u r e  l a  examined.
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Acadenlc Middle Management and  t h e  L i n e - S t a f f  S t r u c t u r e
Col lege  and u n i v e r s i t y  management l a  o f ten  a d d r e s s e d  w i th i n  t h e  
c o n t e x t s  of a c a d e n l c  g o v e rn an c e  and academic  a d m i n i s t r a t i o n *  T r a d i t i o n ­
a l l y ,  s c h o l a r s  have d e a l t  w i th  t h e  r o l e s  and f u n c t i o n s  o f  h i g h l y  v i s i ­
b le  o f f i c e r s  such  as  c o l l e g e  p r e s i d e n t s  and p r o v o s t s ,  academic  d e a n s ,  
and a c a d en lc  d i v i s i o n a l  o r  d e p a r t m e n t a l  c h a i r s .  R e c e n t l y ,  mors i n t e r e s t  
in  l e s s  v i s i b l e  p o s i t i o n s  w i t h i n  c o l l e g i a t e  middle management h a s  emerged 
{ e . g . ,  F i n n ,  1981; S c o t t .  1978; P r i c e ,  1977; I k e n b e r r y ,  1972; G lenny ,
1972; Knapp, 1969; and Beaa and Lodahl ,  1969).  Although deans  and c h a i r s  
a r e  a l s o  t r e a t e d  a s  m idd le  managers (Roaden,  1979; S a v l l l e ,  1978s; and 
M orr i s ,  1981) most o f  t h e  c o l l e g i a t e  m idd le  management l i t e r a t u r e  fo~ 
cuees on d e s c r i p t i o n  o f  s t a f f - t y p e  p o s i t i o n s .  S ince  t h e  t e rm s  l i n e  
and s t a f f  a r e  seldom u s e d ,  o t h e r  t e rm s  a r e  employed t o  d e s c r i b e  t r a d i ­
t i o n a l  s t a f f  p o s i t i o n s ,  t h a t  i s ,  t o  d i f f e r e n t i a t e  s u p p o r t  p o s i t i o n s  
( e . g . ,  r e g i s t r a r ,  b u s i n e s s  d i r e c t o r ,  and personnel  d i r e c t o r )  from t r a ­
d i t i o n a l  l i n e  p o s i t i o n s ,  such  as  d e a n ,  d i r e c t o r  o f  c o n t i n u i n g  e d u c a t i o n ,  
and c h i e f  l i b r a r i a n .  Although used  sometimes in  r e f e r e n c e  t o  both  
l i n e  and s t a f f  managers ,  t e r n s  most o f t e n  used in t h e  academic middle  
management l i t e r a t u r e  i n s t e a d  o f  t h e  word s t a f f  i n c l u d e  adm in la t  r a t  i o n « 
cent  r a l  a d m i n l a t r a t i o n , b u a l n e a a  adm in la t  r a t  Ion , non-academ ic  m a n a g e r s , 
non-academic ad m in la t  r a t  o r s . and  m idd le  managers . The t e r n s  most com­
monly used t o  r e p l a c e  t h e  word l i n e  a r e  t o p  a d m i n i s t r a t o r  ( u s u a l l y  r e ­
f e r r i n g  t o  p o s t s  i n c l u d i n g  dean and above)  and academic  a d m i n i s t r a t o r .
To f a c i l i t a t e  c l a r i t y  i n  t h e  p r e s e n t  s t u d y ,  t h e  t e rm s  academic  l i n e  
manager and academic s t a f f  manager a r e  used .  This a l l o w s  t h e  d i s t i n c ­
t i o n  to  be made between t h e  two t y p e s  of  p o s i t i o n s  w i t h i n  t h e  u n i v e r s i t y
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aa we LI aa  a d i s t i n c t i o n  t o  be made be tw een  c o l l e g i a t e  managera and 
managers in  o t h e r  type s  of  o r g a n i s a t i o n s *
Al though  t h e  m u l t i p l i c i t y  of  t e r n s  l e a d s  t o  a c e r t a i n  amount o f  
c o n f u s i o n ,  tw o  themes em erge .  F i r s t ,  t h e  main em phas i s  In much o f  t h e  
m a t e r i a l  I s  t h e  Impact of  t h e  h i e r a r c h i c a l  s t r u c t u r e  on c o l l e g i a t e  mid-  
d l e - n a n a g e r s , e s p e c i a l l y  academic  s t a f f  m id d le  m a nage r s .  P o s i t  Iona  I n ­
c l u d e d  w i t h i n  t h i s  c a t e g o r y  a r e  r e g i s t r a r s ,  a d m is s i o n s  o f f i c e r s ,  i n s t i ­
t u t i o n a l  r e s e a r c h  o f f i c e r s ,  a lumni d i r e c t o r s ,  c o u n s e l o r s ,  d i r e c t o r s  o f  
a u x i l i a r y  s e r v i c e s ,  h ous ing  and s tu d e n t  u n i o n s ,  d i r e c t o r s  o f  a t h l e t i c s ,  
p e r s o n n e l  o f f i c e r s ,  p u b l i c  r e l a t i o n s  and I n f o r m a t i o n  o f f i c e r s ,  l e g a l  
s e r v i c e s  o f f i c e r s ,  a f f i r m a t i v e  a c t i o n  o f f i c e r s ,  f i n a n c i a l  a i d  o f f i c e r s ,  
and deans and  d i r e c t o r s  of  o t h e r  su p p o r t  s e r v i c e s  { P r i c e ,  1977 and 
S c o t t ,  1979a) ,  C h a r a c t e r i s t i c s  of  t h e s e  managers a r e  d e s c r i b e d  and d i f ­
f e r e n c e s  be tw een  academic s t a f f  s e n i o r  m anagers  and aca dem ic  s t a f f  mid­
d l e  managers  a r e  i d e n t i f i e d  a l o n g  w i th  a s s o c i a t e d  p ro b le m s .  Second ,  
a l t h o u g h  i t  l a  l a r g e l y  o n l y  im p l ie d  r a t h e r  t h a n  s t a t e d  e x p l i c i t l y ,  t h e  
c h a r a c t e r i s t i c s  of  academic s t a f f  middle  managers  a r e  o f t e n  a l s o  com­
pared  t o  t h o s e  o f  academic l i n e  manage r e .  C o n s e q u e n t ly ,  t h e r e  l a  some 
c o n f u s i o n  i n  t h e  l i t e r a t u r e  r e g a r d i n g  w h e th e r  i d e n t i f i e d  d i f f e r e n c e s  
among c o l l e g i a t e  managers and a s s o c i a t e d  p rob lems  stem from th e  h i e r ­
a r c h i c a l  s t r u c t u r e ,  t h e  L i n e - s t a f f  s t r u c t u r e ,  o r ,  what l a  more l i k e l y ,  
b o th  s t r u c t u r e s  s i m u l t a n e o u s l y .
In  s p i t e  o f  t h i s  c o n c e p t u a l  c o n f u s i o n ,  c l o s e  a t t e n t i o n  t o  t h e  l i t ­
e r a t u r e  i n d i c a t e s  t h a t  d i s t i n c t i o n s  among c o l l e g i a t e  m anagers  ( c o n s i d e r ­
ing  b o th  e x p l i c i t  h i e r a r c h i c a l  and i m p l i c i t  L i n e - s t a f f  i n f l u e n c e s )  ap­
p ea r  t o  c o r r e s p o n d  f a i r l y  c l o s e l y  t o  t h o s e  i d e n t i f i e d  a s  l i n e - s t a f f  d i f -
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f e r e n c e a  and  r e l a t e d  p ro b lem s  In  t h e  h i g h e r  e d u c a t i o n  and the g e n e r a l  
management l i t e r a t u r e *  When t h e  r e s u l t s  o f  t h e  few h ig h e r  e d u c a t io n  
s t u d i e s  which  f o c u s  e x p l i c i t l y  on t h e  l l n e - s t e f f  s t r u c t u r e  are c o n s i d ­
e r e d ,  t h i s  I m p r e s s i o n  I s  r e i n f o r c e d  ( e . g ,  Moore and S a g a r l a r 1982; 
S a g a r l a ,  1980;  and  5mi th  and  T a t a ,  1981)« T h i s  s u g g e s t s  th a t  t h e  m a te ­
r i a l  from t h e  aca d e m ic  m i d d l e —management l i t e r a t u r e  a s  I t  p e r t a i n s  t o  
s t a f f - t y p e  p o s i t i o n s  I s  r e l e v a n t  t o  t h e  s t u d y  o f  t h e  L i n e - s t a f f  s t r u c ­
t u r e  In  c o l l e g e s  and u n i v e r s i t y  management* Some o f  t h e  c h a r a c t e r i s t i c s  
o f  a c a d e m i c  s t a f f  m l d d le - m a n a g e r s  which have been  I d e n t i f i e d  in  t h e  
l i t e r a t u r e  a r e  d i s c u s s e d  helow*
Xn a  S tu d y  o f  t h e  e d u c a t i o n a l  background and work exper ience  o f  
“ m i d d l e - l e v e l  n o nacadem ic  a d m i n i s t r a t o r s , "  Bess  and Lodahl examined 
p o s i t i o n s  In  s i x  a r e a s  o f  c o l l e g e  and u n i v e r s i t y  management <1969, p* 
220)»  The a r e a s  i n c l u d e d :  a d m i s s i o n s ,  s t u d e n t  p e r s o n n e l ,  u n i v e r s i t y
r e l a t i o n s ,  r e g i s t r a r ,  i n s t i t u t i o n a l  r e s e a r c h ,  and  f i n a n c i a l  a i d .  They 
r e p o r t e d  t h a t ,  o v e r a l l ,  t h e s e  r a i d - l e v e l  managers  ex p e r i e n c e d  a h igh  
l e v e l  o f  J o b  s a t i s f a c t i o n  and  J o b  s e c u r i t y .  A reas  o f  h ighe s t  s a t i s f a c ­
t i o n  were t h e  I n s t i t u t i o n  I t s e l f  and r e l a t i o n s  w i t h  p e e r s ,  Areas o f  
l e a s t  s a t i s f a c t i o n  were  s a l a r y ,  au tonomy,  and o p p o r t u n i t y  for  p e r s o n a l  
g r o w t h ,  Bess  and Lodahl  a l s o  r e p o r t e d  t h a t  e n t r a n c e  i n t o  c o l leg e  and 
u n i v e r s i t y  management was a  l a t e  c a r e e r  d e c i s i o n  f o r  many m i d - l e v e l  a d ­
m i n i s t r a t o r s ,  F u r t h e r ,  t h e y  n o te d  t h a t  e d u c a t i o n a l  p r e p a r a t i o n  was 
o f t e n  r e l a t i v e l y  p o o r  f o r  t h e s e  managers  a n d ,  r e l a t e d l y ,  t h a t  I n s t i t u ­
t i o n s  a p p e a r e d  t o  have  done  l i t t l e  t o  p r o v i d e  o p p o r t u n i t i e s  for  p r o f e s ­
s i o n a l  dev e lo p m en t*  Bess  a n d  Lodahl  recommended s e v e r a l  ways o f  Improv­
i n g  c o n d i t i o n s  i n  t h o s e  a r e a s  o f  l e a s t  s a t i s f a c t i o n  (1969,  pp. 2 2 0 - 2 2 9 ) .
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C o n t r a s t i n g  s h a r p l y  w i t h  t h e  p i c t u r e  o f  a c a d e n l c  m i d d le  man age r e  
which  Bess and Lodahl  p r e s e n t ,  Lyman Gletvny c o n t e n d s  t h a t  c e r t a i n  a c a -  
demlc s t a f f  o l d d l e - n a n a g e r a  h ave  become t h e  "anonymous l e a d e r s  o f  h i g h e r  
e d u c a t i o n "  ( 1 9 7 2 ,  p* 9 ) .  A cco rd in g  t o  G le n n y , n e i t h e r  t h e  g o v e r n i n g  
b o a r d ,  t h e  p r e s i d e n t ,  t h e  f a c u l t y ,  no r  t h e  s t u d e n t s  a r e  t h e  o n e s  who 
c o n t r i b u t e  most  t o  I m p o r t a n t  p o l i c y  d e c i s i o n  w i t h i n  i n s t i t u t i o n s .  He 
a r g u e s  t h a t  I t  I s  t h e  o f f i c e r s  o f  i n s t i t u t i o n a l  r e s e a r c h  and  a n a l y t i c a l  
s t u d i e s  and t h e  f i n a n c i a l  o f f i c e r s  who now make r a r e  I m p o r t a n t  d e c i s i o n s  
and  lo n g - r a n g e  p o l i c i e s  t h a n  t h e  p o l i c y  c o u n c i l s  and t o p  a d m i n l a t r a t  o r s .  
Accord ing  t o  Glenny t h e s e  s t a f f  managers  p o s s e s s  a g r e a t  d e a l  o f  a u t h o r ­
i t y ,  au tonomy,  and a h i g h  o p p o r t u n i t y  f o r  communlcat Io n s  w i t h i n  t h e  a c a ­
demic  community (1 9 7 2 ,  pp .  9 - 1 4 ) ,
In a  s t u d y  o f  t h e  J o b  s a t i s f a c t i o n  o f  p r e s i d e n t s ,  v i c e - p r e s i d e n t s ,  
d e a n s  of  s c h o o l s ,  d i r e c t o r s  o f  f i n a n c i a l  a i d  and a d m i s s i o n s ,  and r e g i s ­
t r a r s ,  Solmon and T i e r n e y  (1 9 7 7 )  found t h a t  s e n i o r  a d m i n i s t r a t o r s  wera 
r a r e  s a t l s i f e d  w i th  t h e i r  j a b s  t h a n  m i d - l e v e l  a d m i n i s t r a t o r s .  They 
n o te d  t h a t  p r e s i d e n t s  and academic a f f a i r s  o f f i c e r s  were much more s a t ­
i s f i e d  w i th  t h e  Job a t t r i b u t e s  examined t h a n  were  o t h e r  c o l l e g e  and 
u n i v e r s i t y  a d m i n i s t r a t o r s ,  w h i l e  d e a n s ,  r e g i s t r a r s ,  a d m i s s i o n s  o f f i c e r s ,  
and f i n a n c i a l  a i d  o f f i c e r s  r e p o r t e d  t h e  l e a s t  d e g re e  o f  J o b  s a t i s f a c ­
t i o n *  Solmon and T i e r n e y  s u g g e s t e d  t h a t  t h e  r e s u l t s  f o r  r e g i s t r a r s ,  
a d m i s s i o n s  o f f i c e r s ,  and f i n a n c i a l  a i d  o f f i c e r s  ware no t  s u r p r i s i n g  c o n ­
s i d e r i n g  t h e  r e l a t i v e l y  low s t a t u s  o f  t h e s e  j o b s .  R egard ing  t h e  r e s u l t s  
f o r  academic  d e a n s ,  Salmon and T i e r n e y  s u g g e s t e d  t h a t  p e r h a p s  t h e i r  
c o m p a r a t i v e l y  low l e v e l  of  s a t i s f a c t i o n  c o u l d  be a t t r i b u t e d  i n  p a r t  t o
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I n t r a r o l e  c o n f l i c t  s temming from a d e a n ' s  m e d ia ry  p o s i t i o n  between 
f a c u l t y  and t o p  l e v e l  a d m i n i s t r a t o r *  (1977 ,  p p .  412-420)*
Over t h e  p a s t  few y e a r s  Robert  A» S c o t t  (1977 ,  1977a,  1970, 1978a,  
1979,  1979a, end  1980) has  p u b l i s h e d  s e v e r a l  s t u d i e s ,  p a p e r s ,  and a r t i ­
c l e s  on c o l l e g e  and u n i v e r s i t y  midd le  managers .  Most o f  t h i s  work I s  
based on a r e s e a r c h  p r o j e c t  S c o t t  conduc ted  In c o n n e c t i o n  w i t h  an Exxon 
E d u ca t io n  F o u n d a t io n  g r a n t .  Tab le  2,1 l i s t s  t h e  t y p e s  of  p o s i t i o n s  
S c o t t  (1978)  I d e n t i f i e s  a s  b e in g  w i t h i n  academic  midd le  management.
Note t h a t ,  a l t h o u g h  a few o f  t h e s e  p o s i t i o n s ,  e . g . ,  C h ie f  S tuden t  L i fe  
O f f i c e r ,  might  be d e s i g n a t e d  a s  l i n e  p o s i t i o n s  a c c o r d in g  t o  t h e  t r a d i ­
t i o n a l  d e f i n i t i o n s  o f  l i n e  and s t a f f ,  t h e  v a s t  m a j o r i t y  a r e  s t a f f - t y p e  
p o s i t i o n s .  He e x p l a i n s  t h a t  he e x c l u d e s  p r e s i d e n t s ,  p r o v o s t s ,  academic  
d e a n s ,  depa r tm en t  ch a i rm e n ,  and l i b r a r i a n s  beca use  t h e y  o f t e n  come from 
t h e  f a c u l t y ,  a r e  u s u a l l y  no t  c a r e e r  a d m i n l a t r a t  o r a ,  and t h e y  te n d  t o  
have s t a t u s  and r o l e s  which s e t  them o u t s i d e  o f  t h e  "commonly a c c e p te d  
a d m i n i s t r a t i v e  r a n k s "  ( S c o t t ,  1978,  p .  3 ) ,  In d e s c r i b i n g  midd le  mana­
g e r s ,  S c o t t  m e n t io n s  t h a t  a l t h o u g h  th e y  a r e  "know ledgeab le  p r o f e s s i o n ­
a l s , "  whose a c t i v i t i e s  and a d v i c e  a r e  i n t e n d e d  t o  have " d i r e c t  and major  
Impac t" on t h e i r  i n s t i t u t i o n s ,  t h e y  u s u a l l y  have no command a u t h o r i t y  
(1978,  p .  5 ) .  A ccord ing  t o  S c o t t ,  m idd le  management s t a f f s  f u l f i l l  
t h e  f o l l o w i n g  t h r e e  f u n c t i o n s :
They s e r v e  aa  l i a i s o n  w i t h  e x t e r n a l  s u p p l i e r s  of  r e s o u r c e s ,  
w he the r  f i n a n c i a l ,  human, o r  m a t e r i a l ;  t h e y  Implement p r o ­
c e d u r e s  f o r  i n t e r n a l  a l l o c a t i o n  o f  r e s o u r c e s  and c o n t t o l  o f  
a c t i v i t i e s ,  e s p e c i a l l y  In  m a t t e r s  of  campus c o o r d i n a t i o n  and 
compliance  w i t h  e x t e r n a l  r e q u i r e m e n t s ;  and t h e y  work w i th
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Table  £.1 Acadenlc M idd le  Managers I d e n t i f i e d  by S c o t t ,  1978,  p .  4
AREA POSITIONS
Academlc A f f a i r s D i r e c t o r ,  I n s t i t u t i o n a l  R e s e a r c h
Admin1 s t  r a t  ive 
Af f a i r s
Chie f  P la n n in g  O f f i c e r  
D l t e c t o r ,  Computer C e n t e r  
D i r e c t o r ,  I n f o rm a t io n  
S e r v i c e  
Chie f  B u s in e s s  O f f i c e r  
Chie f  Budge t ing  O f f i c e r  
D i r e c t o r ,  P e r s o n n e l  
S e r v i c e s  
A f f i r m a t i v e  A c t i o n /E q u a l  
Employment O f f i c e r
D i r e c t o r ,  P h y s i c a l  P l a n t  
P u r c h a s i n g  Agent 
D i r e c t o r ,  Pood S e r v i c e s  
C o m p t r o l l e r  
Manager ,  B o o k s to re  
S t a f f  L eg a l  Counse l  
C h ie f  H e a l t h  A f f a i r s  
O f f i c e r
S tu d e n t  A f f a i r e R e g i s t r a r
D i r e c t o r  o f  Admiss ions  
D i r e c t o r ,  S tuden t  Housing 
Chie f  S tu d e n t  L i f e  
O f f i c e r  
D i r e c t o r ,  S tuden t  Union
D i r e c t o r ,  S tu d e n t  
P lacement 
D i r e c t o r ,  S tu d e n t  
F i n a n c i a l  Aid 
D i r e c t o r ,  S tu d e n t  Coun­
s e l i n g  
D i r e c t o r ,  A t h l e t i c s
E x t e r n a l  A f fa i r s D i r e c t o r ,  Community 
Serv i c e s  
Chief  Development O f f i c e r
C h ie f  P u b l i c  Re 1 s t  l o t a  
O f f i c e r  
D i r e c t o r ,  I n f o r m a t i o n  
O f f i c e
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s t u d e n t  a c t i v i t i e s  and c u r r i c u l a r  r e s p o n s i b i l i t i e s  In h e l p i n g  
s t u d e n t e  become o r i e n t e d  t o  c o l l e g e  r e q u i r e m e n t s ,  s t a n d a r d s ,  
and o p p o r t u n i t i e s ,  ( S c o t t ,  1978,  p .  5)
I n  s p i t e  of  t h e  f a c t  t h a t  S c o t t  r e p o r t s  t h a t  c o l l e g e  and u n i v e r s i t y  
middle managers  e x h i b i t  a h ig h  d e g r e e  of  o v e r a l l  s a t i s f a c t i o n  w i th  and 
l o y a l t y  t o  t h e i r  j o b s ,  h i s  f i n d i n g s  on o t h e r  c h a r a c t e r i s t i c s  a r e  l e s s  
p o s i t i v e * For exam ple ,  he d e s c r i b e s  midd le  managers a s  be ing  low In 
a u t h o t i t y ,  hav ing  I n a d e q u a t e  s a l a r i e s  and r e w a rd s ,  r e c e i v i n g  l i t t l e  
r e c o g n i t i o n  on campus ,  h a v in g  l i t t l e  autonomy, and o f t e n  hav ing  p oo r ly  
d e f in e d  r o l e s *  F u r t h e r ,  S c o t t  n o t e s  t h a t  midd le  managers  o f t e n  have 
l i t t l e  o p p o r t u n i t y  f o r  advancem en t ,  p r o f e s s i o n a l  deve lopm en t ,  and o rg a n ­
i z a t i o n a l  com m un ica t ions .  In s h o r t ,  t h e  p r o f i l e  he draws o f  academic  
middle managers  i s  no t  a lways  e n c o u r a g i n g .  S co t t  o f f e r s  s e v e r a l  recom­
menda t ions  f o r  ways t o p  a d m i n i s t r a t o r s  and midd le  managers  can improve 
th e  c o n t r i b u t i o n s  o f  m l d - l e v a l  a d m i n i s t r a t o r s  t o  i n s t i t u t i o n a l  f u n c t i o n ­
ing ,  He w arns  t h a t  " t o  e s t a b l i s h  an e f f e c t i v e  a d m i n i s t r a t i o n ,  t h e  p r e s ­
iden t  s h o u l d  be c e r t a i n  t h a t  m id d le  managers  a r e  com pe ten t ,  s a t i s f i e d ,  
and com m it ted  to  t h e  i n s t i t u t i o n  o r  e l s e  t h e y  w i l l  have a  s t a f f  w i th  
e i t h e r  h i g h  t u r n o v e r  o r  bo red  p e o p l e "  ( S c o t t ,  1978, p .  5 7 ) .
The examples  of  t h e  academic  m idd le  management l i t e r a t u r e  g iv e n  
above i l l u s t r a t e  some o f  t h e  s i m i l a r i t i e s  between t h e  c h a r a c t e r i s t i c s  
of  academic  middle m a nage rs  a s  r e p o r t e d  In t h e  h ig h e r  e d u c a t i o n  l i t e r ­
a t u r e  and  t h o s e  of  s t a f f  managers a s  documented I n  both  t h e  academic 
and non-academ ic  l i t e r a t u r e .  Because  t h e  p o s i t i o n s  examined In t h e  
middle management l i t e r a t u r e  a r e  so o f t e n  t h o s e  I d e n t i f i e d  a s  s t a f f
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e l s e w h e r e ,  I t  seems a p p r o p r i a t e  t o  c o n s i d e r  t h i s  i n f o r m a t i o n  when as-* 
sess i iyg  t h e  Im p l l c a r i o n e  o f  t h e  l i n e - s t a f f  s t r u c t u r e  i n  i n s t i t u t i o n s  of  
h i g h e r  e d u c a t i o n .
In  t h i s  s e c t i o n  t h r e e  s o u r c e s  of i n f o r m a t i o n  about  t h e  academic 
l i n e - s t a f f  s t r u c t u r e  have been d i s c u s s e d ;  m a t e r i a l  which makes r e f e r ­
ence t o  l i n e  o r  s t a f f  w ithout  i n - d e p t h  a t t e n t i o n  t o  t h e  c o n c e p t ;  s t u d i e s  
which a d d r e s s  t h e  academic l i n e - s t a f f  s t r u c t u r e  d i r e c t l y  and i d e n t i f y  
p o t e n t i a l  p roblem s o f  i t s  use ;  end h ig h e r  e d u c a t i o n  m idd le  management 
l i t e r a t u r e ,  which focuses  m a in ly  on d e s c r i b i n g  t h e  c h a r a c t e r i s t i c s  and 
prob lem s  o f  s t a f f - t y p e  m i d - l e v e l  c o l l e g e  and u n i v e r s i t y  a d m i n i s t r a t o r s *
In  t h e  fo l l o w in g  s e c t i o n  some of t h e  a d v a n t a g e s  and d i s a d v a n t a g e s  
o f  t h e  academic l i n e - s t a f f  s t r u c t u r e  which a r e  i d e n t i f i e d  i n  th e  h i g h e r  
e d u c a t i o n  l i t e r a t u r e  a t e  summarized'
A dvan tages  and  D isadvan tages  o f  t h e  Academic L i n e - S t a f f  S t r u c t u r e
The a p p a re n t  widespread  u s e  o f  l i n e  and s t a f f  In h i g h e r  e d u c a t io n  
management s u g g e s t s  t h a t  the  s t r u c t u r e  p ro v id e s  c e r t a i n  a d v a n t a g e s  t o  
i n s t i t u t i o n s .  For example,  L i t c h f i e l d  (1959) and B o l ton  and Genck (1971) 
em phas ized  t h e  importance  o f  hav ing  academic  s t a f f  p e r s o n n e l  a v a i l a b l e  
t o  p r o v i d e  a d v i s o r y  a s s i s t a n c e  t o  academic Line managers and  t o  p rov ide  
s u p p o r t  s e r v i c e s  t o  th e  o r g a n i z a t i o n  as a  whole .  A ls o ,  B o l to n  and Genck 
I d e n t i f i e d  t h e  need fo r  s t a f f  s p e c i a l i s t s  who had p a r t i c u l a r  e x p e r t i s e  
in  such  a r e a s  a s  p e r s o n n e l ,  p l a n n i n g ,  and f i n a n c e .  S c o t t  (1979)  argued 
t h a t  u n c e r t a i n t y  In t h e  envi ronment coup led  with  an  i n c r e a s e  in  t h e  r e ­
q u i r e m e n t s  o f  e x t e r n a l  s t a t e  and f e d e r a l  a g e n c i e s  w i l l  i n c r e a s e  t h e  need 
f o r  s p e c i a l i z e d  s t a f f  managers a s  " i n f o r m a t io n  f i n d e r s  and a n a l y s t s "
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( S c o t t ,  1979, pp.  1 0 - 1 1 ) .  In s h o r t ,  t h e  majo r  a d v a n t a g e s  of  t h e  l i n e -  
s t a f f  s t r u c t u r e  In h i g h e r  e d u c a t io n  a s  d i s c u s s e d  In  t h e  l i t e r a t u r e  seem 
t o  be a s s o c i a t e d  most c l e a r l y  w i th  t h e  d i v i s i o n  o f  l a b o r ;  w i th  academic  
s t a f f  managers p r o v id i n g  adv ice  and  s p e c i a l  e x p e r t i s e  In s u p p o r t  o f  a c a ­
demic l i n e  managers ,  who in  t u r n ,  a r e  r e s p o n s i b l e  f o r  p o l i c y  and d e c i ­
s i o n  making.  These p e r c e iv e d  a d v a n t a g e s  of  t h e  academic  l i n e - s t a f f  
s t r u c t u r e  adhere c l o s e l y  t o  t h e  t r a d i t i o n a l  c o n c e p t i o n  of  t h e  a d v a n ta g e s  
of  the  s t r u c t u r e  a s  w e l l  as  t o  t h e  a d v a n ta g e s  r e p o r t e d  In t h e  contemp­
o r a r y  g e n e r a l  management L i t e r a t u r e .
I n f o rm a t io n  about  d i s a d v a n t a g e s  of  t h e  s t r u c t u r e  which emerge from 
th e  h l g h e t  e d u c a t io n  l i t e r a t u r e  I s  r e l a t i v e l y  s p a r s e .  However, t h e  work 
by S a g a r l a  (1900) ,  Smith  and T a ts  ( 1 9 8 1 ) ,  and Moore and S a g a r l a  (1982)  
s u g g e s t s  t h a t  w i th in  t h e  academic l i n e - s t a f f  s t r u c t u r e ,  d i f f e r e n c e s  be­
tween l i n e  and s t a f f  managers nay c o n t r i b u t e  t o  a  r e d u c t i o n  In  Job  e f ­
f e c t i v e n e s s  of  s t a f f  managers.  For example,  aca d em ic  Line managers  were 
found t o  have mors a u t h o r i t y ,  h i g h e r  s t a t u s ,  more autonomy, and more ed­
u ca t ion  t h a n  academic s t a f f  managers .  F u r t h e r ,  a s  S a g a r l a  (1980) r e ­
p o r t e d ,  academic l i n e  managers p e r c e i v e d  th e m s e l v e s  t o  have more power 
t h a n  academic  s t a f f  managers p e r c e i v e d  t h e m s e l v e s  t o  have .  The p i c t u r e  
o f  the  a c a d e n lc  l i n e - s t a f f  s t r u c t u r e  which emerges  from t h e s e  r e p o r t s  
s u g g e s t s  t h a t  s t a f f  managers a r e  o f  I n f e r i o r  s t a t u s  on campus, a  s i t u a ­
t i o n  t h a t  may make I t  d i f f i c u l t  f o r  s t a f f  managers  t o  perform e f f e c ­
t i v e l y .  According t o  S a g a r l a  (1980)  and Smith and T a t a  (1981) t h i s  
poses  p a r t i c u l a r  p rob lems  for  female  and m i n o r i t y  s t a f f  m anagers .  Al­
though t h e  ex ten t  t o  which the  d i s a d v a n t a g e s  o f  t h e  s t r u c t u r e  I n f l u e n c e
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p e r s o n a l  and o r g a n i z a t i o n a l  prob lems l a  not  known, I t  seems c l e a r  t h a t  
t h e  p o t e n t i a l  f o r  o r g a n i c a t  t o n a l  d y s f u n c t i o n  I s  t h e r e .
The m a j o r i t y  of  t h e  academic  mlddle-management l i t e r a t u r e  suppo r t !  
t h e  p i c t u r e  o f  t h e  i n f e r i o r  s t a t u s  o f  academic s t a f f  managers (Beas and 
Lodahl ,  1969; Solomon and Tierney* 1977; S c o t t ,  1970) ,  In s p i t e  o f  th e  
n e g a t i v e  c h a r a c t e r  1 s t  I c e  a s s o c i a t e d  w i t h  s t a f f - t y p e  p o s i t i o n s ,  o v e r a l l  
Job s a t i s f a c t i o n  has  been  r e p o r t e d  t o  be h ig h .  N one the less*  most s t u ­
d e n t s  o f  h i g h e r  e d u c a t i o n  middle management recommend s t e p s  fo r  Iraprov- 
lng  t h e  c o n d i t i o n  of  s t a f f  managers  t o  p reven t  r e d u c t i o n  in  e f f e c t i v e ­
n e s s  and u n n e c e s s a r y  t u r n - o v e r .  In  a c o n t r a s t i n g  view Lyman Glenny 
(1972)  r e p o r t e d  t h a t  c e r t a i n  s t a f f  managers In t h e  a r e a s  of  i n s t i t u t i o n a l  
r e s e a r c h  and  f i n a n c e  have become t h e  r e a l  s o u r c e s  o f  power and d e c i s io n  
making i n  I n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n .  G lenny ,  of  c o u r s e ,  argued 
f o r  a r e t u r n  o f  a u t h o r i t y  t o  i t s  t r a d i t i o n a l  s o u r c e ,  i . e . ,  academic 
l i n e  m anagers .
F i n a l l y ,  i n  c o n s i d e r i n g  t h e  a d v a n ta g e s  and d i s a d v a n t a g e s  of  t h e  
academic  l i n e - s t a f f  s t r u c t u r e ,  t h e  r e l a t i o n s h i p  of  t h e  s t r u c t u r e  to  
O the r  components of  t h e  academic community must  be c o n s i d e r e d .  When 
d i s c u s s i n g  t h e  growth  o f  a d m i n i s t r a t i o n  In c o l l e g e s  and u n i v e r s i t i e s  
and c o n c u r r e n t  t e n s i o n s  between a d m i n i s t r a t o r s ,  f a c u l t y ,  and s t u d e n t s ,  
Veysey (1963)  d id  no t  d i s t i n g u i s h  between l i n e  a d m i n i s t r a t o r s  and s t a f f  
managers .  T h i s  l a  t r u e  o f  most o t h e r s  who have d i s c u s s e d  th e  expansion 
o f  t h e  a d m i n i s t r a t i v e  component of  a c a d e n l c  g o v e r n a n c e ,  however,  t h e  
l i t e r a t u r e  o f t e n  l e a v e s  t h e  i m p r e s s i o n  t h a t  much of  t h i s  growth has 
o c c u r r e d  w i t h i n  t h e  s u p p o r t  u n i t s ,  I . e . ,  s t a f f  a c t i v i t i e s .  But* have 
th e  r e l a t i o n s  be tween t h e  " f a c u l t y "  and th e  " a d m i n l a t r a t  ion"  been th e
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same f o r  a c a d e n l c  l i n e  a d m i n i s t r a t o r s  and academic  s t a f f  a d m i n i s t r a t o r s ?  
Th i s  q u e s t i o n  haa  r e c e i v e d  l i t t l e  a t t e n t i o n  in  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e *  However, A n s e l m ' s  (1980) s t u d y  c l e a r l y  i n d i c a t e s  t h a t  t h e  
l a c k  o f  d e f i n i t i o n  o f  t h e  r e l a t i o n s h i p  between p r o f e s s i o n a l  s t a f f  and 
f a c u l t y  I s  a  p o t e n t i a l  a r e a  o f  c o n f l i c t *  A lso  S c o t t  (1978)  s u g g e s t s  
t h a t  t h e  p e r c e p t i o n  o f  t h e  I n f e r i o r  s t a t u s  o f  m i d - l e v e l  a d m i n i s t r a t o r s ,
1*s . ,  s t a f f ,  p e rm e a te s  a l l  components  o f  t h e  academic  community* Th i s  
q u e s t i o n  g o e s  beyond t h e  s co p e  o f  t h e  p r e s e n t  r e s e a r c h  e f f o r t *  However,  
i t  i s  r e c o g n i s e d  h e r e  aa  a n  i s s u e  i n v o l v i n g  t h e  academ ic  L i n e - s t a f f  
s t r u c t u t e  which  may w a r r a n t  f u r t h e r  a t t e n t i o n  by s t u d e n t s  o f  h i g h e r  educa ­
t i o n  a d m i n l a t r a t  in n .
t h i s  c h a p t e r  h a s  b een  d evo ted  t o  a  r e v ie w  o f  t h e  l i t e r a t u r e  on  t h e  
o r i g i n  o f  t h e  l i n e - s t a f f  c o n c e p t ,  l i n e  and  s t a f f  In g e n e r a l  management,  
and l i n e  and  s t a f f  In h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n *  In t h e  s e c t i o n  
which f o l l o w s ,  major  p o i n t s  p r e s e n t e d  In  t h i s  c h a p t e r  a r e  summarized.
Summary
A p ro d u c t  o f  S e v e n t e e n t h  C e n tu ry  European  m i l i t a r y  o r g a n i z a t i o n s ,  
t h e  l i n e - s t a f f  s t r u c t u r e  was I n t r o d u c e d  i n t o  management t h e o r y  by t h e  
c l a s s i c  1 s t  a i n  t h e  e a r l y  T w e n t i e t h  C e n t u r y .  The s t r u c t u r e  came I n t o  
w id e s p re a d  use  In Amer ican  b u s i n e s s ,  i n d u s t r i a l ,  and s e r v i c e  o r g a n i z a ­
t i o n s  a f t e r  1929 and e x p e r i e n c e d  even  w id e r  im p le m e n ta t io n  a f t e r  World 
War 11* I t  c o n t i n u e s  t o  be u sed  e x t e n s i v e l y  In  both  academ ic  and non­
academic o r g a n i z a t i o n s .
The t h e o r e t i c a l  c o n c e p t i o n s  of  l i n e  and s t a f f  have changed L i t t l e  
over  t h e  y e a r s .  Line p o s i t i o n s  c o n t i n u e  t o  be d e f i n e d  a s  having  command
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a u t h o r i t y  and a a  p e r f u m i n g  work r e l a t e d  d i r e c t l y  t o  p r im ary  o r g a n i z a ­
t i o n a l  o b je c t iv e s .  S t a f f  p o s i t i o n s  a r e  d e f i n e d  aa  hav ing  no command 
a u t h o r i t y  o t h e r  t h a n  w i t h i n  t h e t r  own d e p a r t m e n t s , aa  hav ing  l i m i t e d  
f u n c t i o n a l  a u t h o r i t y ,  and ae  per fo rm ing  work r e l a t e d  t o  s eco n d a ry  sup­
p o r t  f u n c t i o n s  o f  o r g a n i z a t i o n s .  F u r t h e r ,  e t a f f  managers a r e  p e r c e iv e d  
a s  p r o v id i n g  a d v i c e  and s p e c i a l  e x p e r t i s e  In s u p p o r t  o f  l i n e  a c t i v i t i e s .
In p r a c t i c e ,  t h e  l i n e - s t a f f  s t r u c t u r e  seems t o  have undergone some 
e v o l u t i o n a r y  c h a n g e s .  I t  has  been a rgued  t h a t  t h e  s t r u c t u r e  l a  o b s o l e t e ;  
t h a t  i t  e x i s t s ,  but t h a t  l i n e  and s t a f f  m anagers  have undergone  r o l e  
r e v e r s a l ;  and t h a t ,  w h i l e  t h e  s t r u c t u r e  e x i s t s  i n  a  form more o r  l e s s  
s i m i l a r  t o  I t s  o r i g i n a l  c o n c e p t i o n ,  d i s t i n c t i o n s  between l i n e  and s t a f f  
have b l u r r e d .  A l l  of  t h e s e  arguments  r e p r e s e n t  p a r t  o f  t h e  t r u t h  about 
t h e  e v o l u t i o n a r y  development of  t h e  s t r u c t u r e *  However,  I t  l a  c l e a r  
from r e p o r t s  of  t h e  w idespread  use of  t h e  s t r u c t u r e  t h a t  r e g a r d l e s s  of  
any  changes  i t  h a s  undergone ,  i t  has  n e i t h e r  d i s a p p e a r e d  no r  been r e ­
p l a c e d  by a l t e r n a t i v e  management s t r u c t u r e s .  Ev idence  o f  t h i s  f a c t  Is  
p ro v id e d  by t h e  c o n t in u e d  a t t e n t i o n  t o  l i n e  and s t a f f  w i t h i n  t h e  g e n e r a l  
management l i t e r a t u r e  o ve r  t h e  l a s t  t h i r t y  y e a r s  and r e c e n t  a t t e n t i o n  
t o  t h e  s t r u c t u r e  w i t h i n  t h e  h ig h e r  e d u c a t i o n  l i t e r a t u r e *  Both a r e a s  
o f  management a d d r e s s  t h e  a d v a n t a g e s  and d i s a d v a n t a g e s  of  t h e  l i n e - s t a f f  
s t  r u c t  ure<
The a d v a n ta g e s  of  t h e  l i n e - s t a f f  s t r u c t u r e  a s  d e s c r i b e d  In b o th
t h e  academic  and non-academ ic  l i t e r a t u r e  a p p e a r  t o  have changed l i t t l e
from t h e i r  o r i g i n a l  c o n c e p t i o n ,  a l t h o u g t h  l e s s  emphasis  l a  p l a c e d  on 
some o f  t h e  " p r i n c i p l e s  o f  o rganiza t ion** t o u t e d  by t h e  c l a s s i c i s t  a
( e . g . ,  t h e  s c a l a r  c h a i n  of  command)* F o r  exam ple ,  t h e  d i v i s i o n  o f
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l a b o r ;  spec l a  H u e  ion; a v a i l a b i l i t y  of  s t a f f  a d v i s o r y  a s s i s t a n c e  t o  
l i n e  managers and e t h e r  o r g a n i z a t i o n a l  component a ;  t e l e a s e  o f  Line man* 
a g e r e  from r o u t i n e  a d m i n i s t r a t i v e  t a s k s  t h ro u g h  d e l e g a t i o n  o f  f u n c t i o n a l  
a u t h o r i t y  t o  s t a f f ;  and s e p a r a t i o n  o f  t h e  e x e c u t i v e  and p l a n n i n g  d linen- 
a i o n  a of  management a r e  a l l  s t i l l  c o n s id e r e d  t o  be a d v a n t a g e s  o f  t h e  
l i n e - s t a f f  s t r u c t u r e *  The a d v a n t a g e s  of  t h e  s t r u c t u r e  most o f t e n  men­
t i o n e d  in  t h e  h ighe r  e d u c a t i o n  l i t e r a t u r e  In c lu d e  t h e  a v a i l a b i l i t y  of  
academic  s t a f f  ad v i so ry  a s s i s t a n c e ,  e s p e c i a l l y  t o  t o p - l e v e l  academic 
l i n e  a d m i n i s t r a t o r s ,  and  th e  a v a i l a b i l i t y  o f  s t a f f  managers w i t h  e x p e r -  
t i s e  In s p e c i a l i z e d  a r e a s ,  such a s  f i n a n c e ,  p e r s o n n e l ,  and I n s t i t u t i o n a l  
p la nn ing*
In s p i t e  o f  tha a d v a n t a g e s  e t t t l b u t s d  t o  t h e  use o f  t h e  l i n e - s t a f f  
s t r u c t u r e ,  t h e r e  have b een  c e r t a i n  d i s a d v a n t a g e s  i d e n t i f i e d *  I t  l a  net 
s u r p r i s i n g  t h a t  t h e  d i s a d v a n t a g e s  o f  t h e  s t r u c t u r e  which have been d e ­
s c r i b e d  in t h e  l i t e r a t u r e  t e n d  t o  s tem from th e  same source  a s  t h e  a d ­
v a n t a g e s ,  i . e . ,  t h e  t r a d  i t  t o n a l  c o n c e p t io n  o f  t h e  a u t h o r i t y  and  f u n c ­
t i o n a l  r e l a t i o n s h i p s  be tween  l i n e  and s t a f f  managers .  I n  s h o r t ,  what 
em erges  from t h e  l i t e r a t u r e  i s  t h e  I m p l i c a t i o n  t h a t  th e  s t r u c t u r e  I t ­
s e l f  c r e a t e s  d i f f e r e n c e s  between l i n e  and s t a f f  managers which can r e ­
s u l t  in  b e h a v i o r s  which have n e g a t i v e  consequences  f o r  o r g a n i z a t i o n a l  
f u n c t  inning*
The r ev iew  o f  the l i t e r a t u r e  p rovided  in  t h i s  c h a p t e r  g i v e s  an  i n ­
d i c a t i o n  of  some of t h e  v a r i a b l e s  on which l i n e  and s t a f f  have been 
found t o  d i f f e r *  For exam ple ,  t h e  academic and non-academic  l i t e r a t u r e  
h a s  r e p o r t e d  d i f f e r e n c e s  between l i n e  and s t a f f  on t h e  f o l l o w i n g  p o s i ­
t i o n  v a r i a b l e s ;  a u t h o r i t y ,  s t a t u s ,  a c c e p t a n c e ,  o p p o r t u n i t y  f o r  a d v an c e -
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n e n t ,  And j o b  s e c u r i t y .  Also l i n e  and s t a f f  hava been  found t o  d i f f e r  
on t h e  p e r s o n a l  v a r i a b l e s  a g e ,  e d u c a t i o n ,  and  p e r s o n a l  ap p e a ra n c e  and 
th e  p s y c h o l o g i c a l  v a r i a b l e s  p e r c e p t i o n  of  power and p e r c e p t i o n  o f  needs  
s a t i s f a c t i o n .  The d i r e c t i o n  o f  t h e  d i f f e r e n c e s  be tween l i n e  and s t a f f  
on t h e s e  v a r i a b l e s  h a s  been mixed .  In  c a s e s  where t h e  v a r i a b l e  a u t h o r ­
i t y  has  been a d d r e s s e d  In t h e  g e n e r a l  m a n a g e m e n t  l i t e r a t u r e ,  sometimes 
l i n e  h a s  been r e p o r t e d  t o  have more a u t h o r i t y  t h a n  s t a f f  and sometimes 
the  r e v e r s e *  In t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  academic  l i n e  managers 
have been  r e p o r t e d  t o  have more a u t h o r i t y  t h a n  academic  s t a f f  managers .  
A lso ,  in  soma i n s t a n c e s  v a r i a b l e s  have been examined and no d i f f e r e n c e s  
between l i n e  and s t a f f  have been found .
The k in d s  of  b e h a v i o r s  Which have been l i n k e d  t o  l i n e - s t a f f  d i f f e r ­
ences  I n c l u d e  such  o r g a n i z a t i o n a l l y  d i s r u p t i v e  b e h a v i o r s  a s  h ig h  t u r n ­
over  r a t e s ,  I n a b i l i t y  t o  per fo rm  J o b  r e q u i r e m e n t s  e f f e c t i v e l y ,  and l a c k  
of  c o o p e r a t i o n  be tween  l i n e  and  s t a f f  managers .  Both  t h e  academic  and 
non-academic  management l i t e r a t u r e  s u g g e s t  t h a t  prob lems  a r i s i n g  from 
l i n e - s t a f f  d i f f e r e n c e s  can be s o l v e d  o r  p r e v e n t e d  i f  t h e  s o u r c e s  of  t h e  
d y s f u n c t i o n s  a r e  r e c o g n iz e d  and removed.  However, f o r  p r e v e n t i v e  o r  
c o r r e c t i v e  a c t i o n  t o  be t a k e n ,  L i n e - s t a f f  p rob lem s  must be i d e n t i f i e d  
c o r t e c t l y .
In  i t s  u n a y n t h e s i z e d  s t a t e ,  t h e  l i t e r a t u r e  on l i n e  and s t a f f  can 
p rov ide  o n l y  very  l i m i t e d  g u id a n ce  t o  I d e n t i f y i n g  l i n e - s t a f f  d i f f e r e n c e s  
and r e L a te d  b e h a v i o r a l  d y s f u n c t i o n s .  Regard ing  i m p l i c a t i o n s  o f  t h e  use 
of  l i n e  and  s t a f f  I n  h i g h e r  e d u c a t i o n ,  g u id a n c e  i s  s l i m  Indeed  even when 
th e  m id d le  management l i t e r a t u r e  i s  t a k e n  i n t o  c o n s i d e r a t i o n .  In  s h o r t ,  
t o  i d e n t i f y  v a r i a b l e s  t h a t  have been Linked t o  b e h a v i o r  which nay d l s -
73
t t n g u l s h  be tw ee n  aca d e m ic  Line and s t a f f  managers,  d e t a i l e d  a n a l y s i s  
and  s y n t h e s i s  o f  t h e  g e n e t a l  management and academic L i t e r a t u r e  must he 
u n d e r t a k e n *  S u p p o r t i n g  a n a l y s e s  must be performed t o  d e t e rm in e  t h e  
s t r e n g t h  o f  e a c h  v a r i a b l e  a s  a  c a n d i d a t e  f o r  f u t u r e  r e s e a r c h  In h i g h e r  
e d u c a t i o n ,  A l s o ,  t o  e s t a b l i s h  some I n d i c a t i o n  o f  how academ ic  l i n e  
and s t a f f  manager  a may be  a f f e c t e d  by d i f f e r e n c e s  on v a r i a b l e s ,  each  
v a r i a b l e  must be a n a l y z e d  t o  I d e n t i f y  p a t t e r n s  In r e p o r t e d  d i f f e r e n c e s ,  
I m p a c t s  and a s s o c i a t e d  b e h a v i o r s *  F i n a l l y ,  in fo rm at  ion  r e s u l t i n g  from 
t h e s e  a n a l y s e s  must be  I n t e g r a t e d  t o  form p r a c t i c a l  g u i d e l i n e s ,  t h a t  
l a ,  t o  d e v e l o p  new h y p o t h e s e s  about  t h e  i n f l u e n c e  of  t h e  academic  l i n e -  
s t a f f  s t r u c t u r e  on m anagers  and t h e t r  I n s t i t u t i o n s .  C h a p t e r  3 d e s c r i b e s  
t h e  m e t h o d o l o g i c a l  p r o c e d u r e s  u n d e r t a k e n  In t h i s  Study t o  accom pl i sh  
t h e  i n - d e p t h  a n a l y s i s  o f  t h e  L i n e - s t a f f  l i t e r a t u r e  d e s c r i b e d  above.
CHAPTER 3: METHODOLOGY
The p u rp o s e  o f  C h a p t e r  3 l a  to  d e s c r i b e  t h e  m e t h o d o l o g i c a l  p r o c e ­
d u re s  u s e d  in  t h i s  s t u d y .  The c o n t e n t  a n a l y s i s  r e s e a r c h  d e s i g n  l a  p r e ­
s e n t e d  f i r s t ,  and documents I n c lu d e d  In  th e  a n a l y s i s  a t e  I d e n t i f i e d  
n e a t .  T h i s  l a  fo l l o w e d  by a d i s c u s s i o n  o f  t h e  d e v e lo p m e n t  o f  th e  I n ­
s t r u m e n t a t i o n  used  In t h e  s t u d y ,  I n c l u d i n g  th e  a s s i g n m e n t  of  c a t e g o r i e s ,  
t h e  d e s i g n  of coding  fo rm s ,  and th e  deve lopm en t  o f  c o d i n g  I n s t r u c t i o n s ,  
N ext ,  s p e c i f i c  h y p o th e s e s  r e l a t e d  t o  t h e  f o u r  g e n e r a l  h y p o th e s e s  a r e  
p r e s e n t e d *  P ro c e d u re s  f o r  t e s t i n g  h y p o t h e s e s ,  d e t e r m i n i n g  v a r i a b l e  
s t r e n g t h ,  a s s e s s i n g  the d i r e c t i o n  o f  d i f f e r e n c e s  b e tw e e n  and Im pac t  on 
managers s temming from d i s t i n g u i s h i n g  v a r i a b l e s ,  and i d e n t i f y i n g  o r g a n ­
i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  l i n k e d  t o  l i n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  a r e  d e s c r i b e d .  The c h a p t e r  i s  c o n c l u d e d  w i t h  a summary o f  
t h e  key s t e p s  u n d e r t a k e n  In  the p r o c e d u r e s .
C o n te n t  A n a l y s i s  R e s e a rc h  D es ign  
A ccord ing  t o  H o l s t l  ( 1 9 6 9 ) ,  a  c o n t e n t  a n a l y s i s  r e s e a r c h  d e s i g n  
c o n t a i n s  t h e  fo l l o w i n g  components :  c o n t e x t  u n i t s ,  c a t e g o r i e s ,  c o n t e n t
v a r i a b l e s  ( c o d i n g  u n i t s ) ,  r u l e s  f o r  a s s i g n i n g  c o n t e n t  v a r i a b l e s  t o  c a t e ­
g o r i e s ,  a  s t a t e m e n t  of  th e  e x p e c t e d  r e l a t i o n s h i p s  among c a t e g o r i e s ,  and  
a system o f  e n u m e r a t i o n .  The d e s ig n  u n d e r l y i n g  t h e  r e s e a r c h  p r o c e d u r e s  
used h e r e  was based  on th e  r e s e a r c h  p rob lem and g e n e r a l  h y p o t h e s e s .  I t  
I n c lu d e d  t h e  f o l l o w i n g  e l e m e n t s :
s C o n te x t  u n i t s : Documents on th e  l i n e - s t a f f  s t r u c t u r e  f rom t h e
h i g h e r  e d u c a t i o n  and th e  g e n e r a l  management l i t e r a t u r e .
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•  V a r i a b l e s  c a t e g o r y ? V a r i a b l e s ,  o r g a n i z e d  by s u b c a t e g o r i e s  a s  
p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s .  Bach v a r i a b l e  
c o n s t i t u t e d  a c o n t e n t  v a r i a b l e  ( c o d i n g  u n i t ) .
•  D i f f e r e n c e  c a t e g o r y ; D i f f e r e n c e  be tw een  l i n e  and s t a f f  managets  
on d i s t i n g u i s h i n g  v a r i a b l e s *  D i f f e r e n c e ,  e x p r e s s e d  as more,  
l e s s ,  p o s i t i v e ,  o r  n e g a t i v e ,  c o n s t i t u t e d  a c o n t e n t  v a r i a b l e  
( c o d i n g  u n i t ) .
•  Impac t  c a t e g o r y ; Impac t  on l i n e  and s t a f f  managers  stemming 
from d i f f e r e n c e s  on l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s .  Im­
p a c t ,  e x p r e s s e d  as  a d v a n ta g e o u s  or  d i s a d v a n t a g e o u s ,  c o n s t i t u t e d  
a c o n t e n t  v a r i a b l e  ( c o d i n g  u n i t ) ,
•  B ehav io rs  c a t e g o r y : O r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  of  l i n e  
and s t a f f  managers o r g a n i z e d  by s u b c a t e g o r i e s  r e f l e c t i n g  Katz 
and K ahn ' s  r e q u i r e d  p a t t e r n s  of  b e h a v i o r  f o r  o r g a n i z a t i o n a l  
f u n c t i o n i n g  (1 9 6 6 ) .  S u b c a t e g o r i e s  c o n t a i n e d  s p e c i f i c  kinds  of  
b e h a v i o r s ,  which c o n s t i t u t e d  c o n t e n t  v a r i a b l e s  (cod ing  u n i t s ) .
a Coding i n s t r u c t i o n s : Ru les  f o r  a s s i g n i n g  c o n t e n t  v a r i a b l e s  to
c a t e g o r i e s ,
•  R e l a t i o n s h i p s  among c a t e g o r i e s ; I t  was expec ted  t h a t  documents 
i d e n t i f y  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ,  d i f f e r e n c e s  be­
tween l i n e  and s t a f f  managers  on v a r i a b l e s ,  im pac t  of  d i f f e r ­
ences  on m anagers ,  and o r g a n i z a t i o n a l l y  r e l e v a n t  behav io rs  
r e l a t e d  to  d i f f e r e n c e s  on v a r i a b l e s .
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* Systems o f  e n u m e r a t i o n ; F requency  c o u n t s  t o  t e a t  h y p o t h e s e s ;  
w e i g h t i n g  f a c t o r s  t o  r a n k  v a r i a b l e s  f o r  c a n d i d a t e  s t r e n g t h ;  and 
p a t t e r n  a n a l y s i s  I n v o l v i n g  r e l a t i v e  f r e q u e n c i e s  and number of 
documents t o  I d e n t i f y  dom inan t  d i f f e r e n c e ,  Im p a c t ,  and b e h a v io r  
p a t t e r n s .
Documenta I n c l u d e d  I n  t h e  A n a l y s i s  
F o r t y - f o u r  documents which compare l i n e  and s t a f f  managers  on one 
o r  more p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  were s e l e c t e d  
f o r  I n c l u s i o n  as c o n t e x t  u n i t s  I n  t h e  a n a l y s i s .  The p o p u l a t i o n  from 
which t h e s e  documents were drawn I n c lu d e d  a l l  d o cu m en ts  p u b l i s h e d  d u r i n g  
the p e r i o d  1950-1984 which compared l i n e  and s t a f f  managers  on t h e  
types o f  v a r i a b l e s  of  I n t e r e s t ,  b e g i n n in g  w i t h  t h e  c l a s s i c  s t u d y  by 
K e l v l l l e  D a l ton  i n  1950. Among t h e s e  documents  were  r e s e a r c h  r e p o r t s ,  
e s s a y s ,  r e v i e w s ,  a r t i c l e s ,  and t e x t s  from th e  a r e a s  o f  b u s i n e s s  and 
management, s o c i o l o g y ,  p u b l i c  a d m i n i s t r a t i o n ,  o r g a n i c a t l o n a l  b e h a v i o r ,  
s o c i a l  p s y ch o lo g y ,  p e r s o n n e l  management,  e d u c a t i o n ,  and h i g h e r  e d u c a t i o n  
a d m i n i s t r a t i o n .  Table  5 .1  l i s t s  a b b r e v i a t e d  r e f e r e n c e s  f o r  t h e s e  docu­
ments,  s o r t e d  by p u b l i c a t i o n  d a t e  and by s o u r c e  a s  g e n e r a l  management 
o r  h ig h e r  e d u c a t i o n  l i t e r a t u r e .  As T a b le  3.1 s h o w s ,  t h i r t y - e i g h t  docu­
ments were  from th e  non -aca dem ic  l i t e r a t u r e  and s i x  were from t h e  h i g h e r  
e d u c a t io n  l i t e r a t u r e .
The body o f  l i t e r a t u r e  which compares  l i n e  and  s t a f f  managers  on 
the v a r i a b l e s  of I n t e r e s t  i s  r e l a t i v e l y  s m a l l .  C o n s e q u e n t l y ,  no a t t e m p t  
was made t o  r e s t r i c t  documents  t o  s t u d i e s  o f  p a r t i c u l a r  t y p e s  Df o rgan ­
i z a t i o n s ,  a l t h o u g h  em phas i s  was p l a c e d  on s e c u r i n g  a r t i c l e s  which com-
77
T a b l e  1.1 A b b r e v i a t e d  R e fe re n ces  f o r  Documents I n c lu d e d  
I n  t h e  Conten t  A n a ly s i s  P rocedure
HIGHER EDUCATION DOCUMENTS
DATE AUTHORS!S) TITLE
N . D . ( C , 1978) S e v i l l e ,  A* Competencies !  Middle management 
r o l e s  i n  h i g h e r  e d u c a t i o n .
1980 S a g a r i n ,  M.A. Men and women s e n i o r  academic  admin­
i s t r a t o r s :  A s t u d y  o f  s e l e c t e d  
f a c t o r s  c o n t r i b u t i n g  t o  p e r c e i v e d  
power of  i n d i v i d u a l s  In  c o l l e g e s  
and u n i v e r s i t i e s .
1980 Anselm, C. P e r c e p t i o n s  of  o r g a n i s a t i o n ,  power,  
s t a t u s ,  and c o n f L l c t  r e l a t i v e  to  
t h e  o f f i c e  o f  p r o f e s s i o n a l  s t a f f  
In a complex u n i v e r s i t y .
1981 S a g a r i n ,  M.A. 
and Moore,  K.
A d m i n i s t r a t o r  Job  change and age :  
an e f f i c i e n c y  m o t i v a t i o n  p e r s p e c ­
t i v e .
1981 Smith ,  C. 
and T a t a ,  S.
The s t a t u e  o f  b l a c k  a d m i n i s t r a t o r s  
i n  h ig h e r  e d u c a t i o n .
1982 Moore, K# and 
S a g a r t a ,  M.A.
D i f f e r e n t i a l  Job change and s t a b i l ­
i t y  among academic  a d m i n i s t r a t o r s .
GENERAL MANAGEMENT DOCUMENTS
DATE AUTHORS!S) TITLE
19 SO D a l t o n ,  M. C o n f l i c t s  between s t a f f  and l i n e  
m a n a g e r ia l  o f f i c e r s *
1955 A l l e n ,  L. The l i n e - s t a f f  r e l a t i o n s h i p *
1956 Myers,  <3. and 
T u r n b u l l ,  J .
Line and s t a f f  i n  i n d u s t r i a l  r e l a ­
t i o n s  *
1956 C o o p e r a t i v e  Dev. 
of  P u b l i c  School 
A d m i n l a t r a ,  In 
New York S t a t e
Your s c h o o l  and s t a f f i n g :  modern 
p r a c t i c e s  and c o n c e p t s  of  s t a f f i n g  
s c h o o l s .
1950 S t a h l ,  G. The network of  a u t h o r i t y .
1959 D a l to n ,  H. R e l a t i o n s  between s t a f f  and l i n e .
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Table  3.1 ( c o n t in u e d )
GENERAL MANAGEMENT DOCUMENTS
DATE AUTHORS!S) TITLE
1960 Rosen,  H. and 
Weaver, C.
M o t i v a t i o n  I n  management i a  s tudy  
of  f o u r  m a n a g e r i a l  l e v e l s .
1960 S t a h l ,  G. More on th e  n e tw ork  o f  a u t h o r i t y .
1960 NcGregot,  D. The human s i d e  o f  e n t e r p r i s e .
1961 Rgsan,  H. D e s i r a b l e  a t t r i b u t e s  o f  work; four 
l e v e l s  of management d e s c r i b e  t h e i r  
e n v i r o n m e n t s «
1961 F i s c h ,  G. L i n e - s t a f f  i s  o b s o l e t e .
1962 T o u s s a l n t ,  M. L i n e - s t a f f  c o n f l i c t :  i t s  causes  
and c u r e •
1963 Lawler ,  E.  and 
P o r t e r ,  L.
P e r c e p t i o n s  r e g a r d i n g  management 
co m p en sa t io n .
1963 P o r t e r ,  L. J o b  a t t i t u d e s  i n  management! per ­
ce iv ed  d e f i c i e n c i e s  in  need f u l ­
f i l l m e n t  a s  a  f u n c t i o n  o f  l i n e  v e r ­
s u s  s t a f f  t y p e  p o s i t i o n .
1964 P o r t e r ,  L. and 
Henry,  H,
P e r c e p t i o n  o f  t h e  im por tance  of  c e r ­
t a i n  p e r s o n a l i t y  t r a i t s  a s  a  func ­
t i o n  of  l i n e  v e r s u s  s t a f f  type  jo b .
1966 D al ton ,  M. Changing s t a f f - l i n e  r e l a t i o n s h i p s .
1966 Colemblewskl , R. P e r s o n a l i t y  and o r g a n i z a t i o n  s t r u c ­
t u r e :  s t a f f  models  and b e h a v i o r a l  
p a t t e r n s .
1968 Gemmlllt G# How managers  use  s t a f f  a d v i c e .
1969 He l a s c o ,  J .  and 
A l u t t o ,  J i
L i n e - s t a f f  c o n f l i c t s :  some empir­
i c a l  i n s i g h t s .
1971 L i f t e r ,  M., 
B a s s , A. and 
Ntissbaum, H.
E f f o r t  e x p e n d i t u r e  and j o b  p e r f o r ­
mance o f  l i n e  and s t a f f  p e r s o n n e l .
1972 Hicks,  H. Management c o n c e p t s .
1973
.
L i t t e r e r ,  J . L i n e - s t a f f  r e l a t i o n s h i p s .
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T ab le  3 .1  ( c o n tin u e d )
GENERAL MANAGEMENT DOCUMENTS
DATE AUTHORS(5) TITLE
1973 Moots,  H. A way t o  manage change*
1974 Browne, P* and 
Golembiewsk l , R,
The l i n e - s t a f f  c o n c e p t  r e v i s i t e d t  
an e m p i r i c a l  s t u d y  of  o r g a n i z a t i o n a l  
images*
1974 Burns , T. Line and s t a f f  a t  ITT.
1975 Lancfo ti f ,  R. R e o r g a n i z a t i o n  f o r  p h y s i c a l  d i s ­
t r i b u t i o n .
L975 Browne, P. and 
C o t tn n ,  C,
The to p d o g /u n d e rd o g  syndrome in  
l i n e - a t a f f  r e l a t i o n s .
1976 Dlbba ,  A. Line and s t a f f .
1976 Koontz,  H. and 
O 'D o n n e l l ,  C.
Line  and s t a f f  a u t h o r i t y  r e l a t i o n ­
s h i p s .
1976 P i l l e y ,  A - , 
Houee, R , , and 
K e r r ,  S.
M anage r ia l  p r o c e s s  and o r g a n i z a ­
t i o n a l  behav ior*
1978 M iners ,  H, Managing down t h e  l i n e .
1978 H a l b e r t ,  N. The l i f e  o f  s t a f f .
1979 S inon ,  J . t 
N or ton ,  C . ,  and 
honergan ,  N.
Accounting  f o r  t h e  c o n f l i c t  be tw een  
l i n e  management and th e  c o n t r o l l e r ' s  
o f f i c e .
1979 N o s s i t e r ,  V, A new approach  toward  r e s o l v i n g  
th e  l i n e - s t a f f  d i lemma.
1982 P a t t o n ,  A. I n d u s t r y ' s  m isgu ided  s h i f t  t o  s t a f f  
j o b s .
1962 Wynne, B, E f f e c t i v e  a p p l i c a t i o n  of  s t a f f  e x ­
p e r t i s e  w i t h i n  c o r p o r a t i o n s .
1982 M in e r s ,  H, How s t a f f  Jobs  weaken l i n e  manage­
ment .
1983 B u s in ess  Week The s h r i n k i n g  o f  m idd le  management.
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p a re  academic  l i n e  and  s t a f f  a d m i n l e t r a t e r s *  S i m i l a r l y ,  no a t tem pt  was 
made t o  r e s t r i c t  documents t o  t h o s e  p r o v id i n g  e m p i r i c a l  data* I t  was 
d e c id e d  a t  t h e  o u t s e t  o f  t h e  p r o j e c t  t h a t  the  pu rp o ses  a f  the  s tudy  
would be s e rv ed  b e s t  by i n c l u d i n g  a l l  documents which met the  c r i t e r i o n  
f o r  s e l e c t i o n  ( P o r t e r  and Law le r ,  1965)*
Review o f  t h e  f o r t y - f o u r  documents r e v e a l e d  a t o t a l  of 54 p o s i t i o n ,  
p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  on which l i n e  and s t a f f  managers 
were compared i n  one o r  more documents .  A l i s t  o f  t h e s e  v a r i a b l e s ,  o r ­
g a n i s e d  by t y p e ,  l a  shown In T ab le  3 ,Z .  These v a r i a b l e s  farmed t h e  
b a s i s  f o r  d e f i n i n g  s p e c i f i c  c o n t e n t  u n i t s  t o  be Inc luded  in the  v a r i ­
a b l e s  c a t e g o r y  f o r  t h e  c o n t e n t  a n a l y s i s *  Development of  i t i s t r u n s n t a t i o n  
used  i n  t h e  s tu d y  i s  d i s c u s s e d  in  t h e  fo l lo w in g  s e c t i o n ,
I n s t r u m e n t a t  ion
The development o f  t h e  I n s t r u m e n t a t i o n  used In  t h e  content  a n a l y ­
s i s  In v o lv e d  s e v e r a l  s t e p s *  F i r s t ,  c a t e g o r i e s  were s e t  up ,  c on ten t  
u n i t s  and cod ing  symbols were i d e n t i f i e d ,  and cod ing  forms were c r e a t e d .  
These p ro c e d u re s  were accompanied  by development o f  s t a n d a rd i s e d  coding 
i n s t r u c t i o n s .  F i n a l l y ,  t o  t e s t  t h e  r e l i a b i l i t y  o f  t h e  coding p rocedures ,  
c a t e g o r y  r e l i a b i l i t y  t e s t s  were p e r fo rm ed .  The s t e p s  a r e  d e s c r ib e d  in 
d e r a i l  below.
C a t e g o r i e s  and Coding Symbols
Four major  c a t e g o r i e s  were e s t a b l i s h e d  fo r  use in  t h e  con ten t  a n a l ­
y s i s  p r o c e d u r e :  a V a r i a b l e s  C a t e g o ry ,  c o n s i s t i n g  o f  p o s i t i o n ,  p e r s o n a l ,
and p s y c h o l o g i c a l  v a r i a b l e s  on which l i n e  and s t a f f  managers have been 
compared i n  t h e  l i t e r a t u r e i a B ehav io rs  C a tegory ,  c o n s i s t i n g  of  an
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Table  3.2 P o s i t i o n ,  P e r s o n a l ,  and P s y c h o l o g i c a l  V a r i a b l e s  
on Which L i n e  and S t a f f  Managers Have Been 
Compared I n  t h e  L i t e r a t u r e
POSITION
A u t h o r i t y B e n e f i t s O p p o r t u n i t y  f o r  Advance­
ment W i th in  O r g a n i z a t i o n
D e c i s io n -m a k in g A ccep tance
O p p o r t u n i t y  f o r  Advance­
Power C r e d i b i l i t y ment Across  O r g a n i z a t i o n s
C o n t r o l R e c o g n i t i o n C a r e e r  p a t h
I n f l u e n c e Worth O p p o r t u n i t y  f o r  P r o f e s ­
s i o n a l  Development
S t a t u s Impor tance
O p p o r t u n i t y  f o r  Commun­
S a l a r y Job  S e c u r i t y i c a t i o n s
Rank Autonomy D e f i n i t i o n  o f  Role
Reward R e s p o n s i b i l i t y
A c c o u n t a b i l i t y
D e f i n i t i o n  o f  Task
PERSONAL
E d u c a t io n  Age I n t e r e s t  i n  Appearance
Gender M a r i t a l  S t a t u s  I n t e r e s t  i n  S o c i a l  A c t i v ­
i t i e s
Race
PSYCHOLOGICAL
J a b  S a t i s f a c t i o n  P e r c e p t i o n  o f  C o n d i t i o n s
o f  Work
P e r c e p t i o n  of Power
P e r c e p t i o n  o f  Im por tance  
P e r c e p t i o n  of Meeds o f  Pay
S a t i s f a c t i o n
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Table 3*2 ( c o n t in u ed )
PSYCHOLOGICAL ( c o n ' t )
P e r c e p t i o n  of  Im por tance  o f  
Needs
P e r c e p t i o n  of  Im por tance  o f  
I n n e r  D i r e c t e d  B eh av io r
P e r c e p t i o n  of  Im por tance  o f  
O th e r  D i r e c t e d  B ehav io r
P e r c e p t i o n  of  Own TJnlt
P e r c e p t i o n  of  C u r r e n t  Role
p e r c e p t i o n  of  P r e f e r r e d  Role
D i s p o s i t i o n  Toward Change
p e r c e p t i o n  of  Im por tance  o f  
Work C o n d i t io n s
S a t i s f a c t i o n  With Pay
p e r c e p t i o n  of  Im por tance  
of  E f f o r t  E x p e n d i tu r e
P e r c e p t i o n  of  Job  Change 
O p p o r t u n i t i e s  In R e l a t i o n  
t o  Age I n c r e a s e
P e r c e p t i o n  of  Organize-" 
t l o n a l  C h a r a c t e r i s t i c s
P e r c e p t i o n  of  Bases o f  
S t a f f  Power
P e r c e p t i o n  o f  Amount of  
S t a f f  Power
P e r c e p t i o n  o f  S t a t u s  of  
S t a f f
P e r c e p t i o n  of  A l l o c a t i o n  of  
R e s o u rc e s
S3
a d a p t a t i o n  o f  K a tz  and Kahn 's  (1966)  types  o f  b e h a v i o r s  r e q u i r e d  f o r  
e f f e c t i v e  o r g a n i s a t i o n a l  f u n c t i o n i n g ;  a D i f f e r e n c e s  C a t e g o r y ,  c o n s i s t ­
ing o f  d e s c r i p t i v e  p h r a s e s  i n d i c a t i n g  how l i n e  and s t a f f  m anagers  have  
been r e p o r t e d  to  d i f f e r  on v a r i a b l e s ;  and an  I n p a c t a  C a t e g o r y ,  c o n s i s t — 
lng o f  d e s c r i p t i v e  p h r a s e s  i n d i c a t i n g  how l i n e  and s t a f f  managers  have  
been r e p o r t e d  t o  he a f f e c t e d  by d i f f e r e n c e s  on v a r i a b l e s  * The d e v e l o p *  
merit o f  each  c a t e g o r y  and i t s  c o d in g  symbols a t e  d i s c u s s e d  b e lo w .
V a r i a b l e s  C a t e g o r y .  Review o f  t h e  l i t e r a t u r e  i n d i c a t e d  t h a t  H u e  
and s t a f f  managers  have been compared on a v a r i e t y  o f  p o s i t i o n ,  p e r s o n a l ,  
and p s y c h o l o g i c a l  v a r i a b l e s .  Moreover ,  t h e  l i n e - s t a f f  l i t e r a t u r e  and 
the t h e o r e t i c a l  r a t i o n a l e  s u p p o r t e d  t h e  development o f  G e n e r a l  Hypoth­
e se s  1 and H I ;  t h a t  the  non -aca d em ic  l i t e r a t u r e  and t h e  academ ic  l i t ­
e r a t u r e  I n d i c a t e  t h e  l i n e - s t a f f  s t r u c t u r e  s h a p e s  some p o s i t i o n  c h a r a c ­
t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and p s y c h o l o g i c a l  r e ­
sp o n se s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  m a nage rs .  C o n s e q u e n t l y ,  i t  was 
e x p e c te d  t h a t  i n  th e  l i t e r a t u r e ,  l i n e  and s t a f f  managers would  be r e ­
p o r te d  t o  d i f f e r  on some o f  t h e  v a r i a b l e s  o n  which t h e y  have been  com­
p a r e d .  To t e s t  Genera l  H ypotheses  I  and l i t  and t h e i r  r e l a t e d  s p e c i f i c  
h y p o t h e s e s ,  a v a r i a b l e s  c a t e g o r y  was d e v e lo p e d  f o r  u s e  in  t h e  c o n t e n t  
a n a l y s i s  to  d e t e r m i n e  which v a r i a b l e s  were documented a s  l i n e - s t a f f  d i s ­
t i n g u i s h i n g  v a r i a b l e s .
P o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  on which  l i n e  and 
s t a f f  m anagers  have been compared i n  t h e  l i t e r a t u r e  formed t h e  b a s i s  f o r  
d e v e l o p in g  t h e  v a r i a b l e s  c a t e g o r y .  I t  can be s e e n  from the l i s t  shown 
in T ab le  3 ,2  t h a t  s e v e r a l  v a r i a b l e s  a r e  s i m i l a r — but  n o t  synonymous— In
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meaning a n d / a t  c o n n o t a t i o n *  p r e c i s e  cod ing  of  s u c h  v a r i a b l e s  In docu­
ments would no t  be a p rob lem  i f  t h e  words o r  p h r a s e s  were used by a u t h o r s  
a c c o rd in g  t o  p r e c i s e  d e f i n i t i o n s .  However,  i n  some i n s t a n c e s  a u t h o r s  
used words i n t e r c h a n g e a b l y .  For example* th e  te rm s  a u t h o r i t y ,  i n f l u ­
ence ,  power* and d e c i s i o n - m a k i n g  were o f t e n  u sed  i n t e r c h a n g e a b l y  w i t h i n  
and be tween  documents .  To a v o id  c o d in g  prob lems  stemming from im p r e c i s e  
usage of  te rm ino logy  w i t h i n  t h e  l i t e r a t u r e ,  an a d a p t a t i o n  of the  concep t  
□f "'tag* words  as  d e s c r i b e d  by Kadushln was a p p l i e d  t o  t h e  problem 
(1966,  p ,  179) ,
The s t r a t e g y  in  u s i n g  t a g  words i s  t o  a l l o w  a b a s i c  word to  be 
rough ly  e q u i v a l e n t  t o  s e v e r a l  o t h e r  s i m i l a r  words (K adush in ,  1966).
This a p p ro a c h  was used h e r e  w i t h  t h o s e  v a r i a b l e s  w hich  were In te r c h a n g e d  
f r e q u e n t l y  w i t h i n  t h e  l i t e r a t u r e .  T a b l e  3 ,3  l i s t s  t a g  word v a r i a b l e s  
and t h e i r  r e l a t e d  v a r i a b l e s .
T a b le  3 .3  Tag V a r i a b l e s  and  T h e i r  R e l a t e d  V a r i a b l e s
TAG VARIABLE RELATED VARIABLES
• A u t h o r i t y * D e c i s io n - m a k in g ,  Power* C o n t r o l ,  
I n f l u e n c e
• S t a t u s • S a l a r y ,  Rank, Reward,  B e n e f i t s
* Acceptance e C r e d i b i l i t y ,  R e c o g n i t i o n ,  Worth,  
Im p o r t a n c e
* R e s p o n s i b i l i t y S A c c o u n t a b i l i t y
e D e f i n i t i o n  of  Role e D e f i n i t i o n  o f  Task.
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I n  t h o s e  c a s e s  where  a v a r i a b l e ,  e . g . ,  P e r c e p t i o n  of  Power,  was 
a d d r e s s e d  s p e c i f i c a l l y  In  an a r t i c l e ,  I t  was al lowed  to  r e a a l n  a s  a 
s e p a r a t e  v a r i a b l e *  T h i s  Lh t r u e  fo r  a l l  c a s e s  e x c e p t  f o r  t h e  t a g  v a r i ­
a b l e  S t a t u s ,  which I n c l u d e s  t h e  r e l a t e d  v a r i a b l e s  S a l a r y ,  Rank ,  B e n e f i t s ,  
and Rewards.  Athough s o m e t in e s  addressed  I n d i v i d u a l l y ,  t h e s e  v a r i a b l e s  
ware  g rouped  t o g e t h e r  h e r e  because  they were  f r e q u e n t l y  t r e a t e d  i n  th e  
l i t e r a t u r e  aa  i n d i c a t o r s  of a m anager ' s  s t a t u s  w i t h i n  an o r g a n i z a t i o n .
The u s e  o f  tag  words  poses  some d a n g e r  o f  l o s s  of s p e c i f i c i t y  i n  
t h e  co d in g  p r o c e d u r e .  However, t h e  I n c r e a s e  in  cod ing  r e l i a b i l i t y  
g a i n e d  th ro u g h  r e d u c i n g  major  a n b l g u l t l e s  i n  th e  l i t e r a t u r e  and th e  n u t -  
faer o f  v a r i a b l e s  to  be coded s t r o n g l y  s u p p o r t e d  a d o p t io n  o f  t h e  ap p roach .  
F u r t h e r ,  t o  b e n e f i t  t h e  coder  i n  making d e c i s i o n s  about  hew v a r i a b l e s  
s h o u l d  be coded  aa w e l l  aa to  p r e s e rv e  th e  I n f o r m a t i o n  and t h e  I n t e g r i t y  
o f  t h e  p r o c e d u r e ,  t a g  words and r e l a t e d  v a r i a b l e s  were l i s t e d  on the 
code  forms a s  w e l l  aa  i n  ma jor  p r e s e n t a t i o n s  of r e s u l t s .
T ab le  3 . 4  shows t h e  f i n a l  s e t  of f o r t y  v a r i a b l e s ,  i . e . ,  c o n t e n t  
u n i t s ,  c o n t a i n e d  In  t h e  V a r i a b l e s  Category and  used in  t h e  c o n t e n t  a n a l ­
y s i s  o f  t h e  s e t  of s e l e c t e d  documents .  To r e c o r d  whether  a g iv e n  v a r i ­
a b l e  was i d e n t i f i e d  In  a document as a l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i ­
a b l e ,  c o d in g  symbols  were  s e l e c t e d .  For t h e  V a r i a b l e s  C a t e g o r y ,  i n f o r ­
m a t i o n  from a  document a bou t  each  v a r i a b l e  was reco rd ed  u s i n g  th e  f o l ­
low ing  sym bols :
•  "+1’ -■ l i n e  and s t a f f  managers a r e  compared on a g i v e n  v a r i a b l e
and a r e  found to  d i f f e r  on t h e  v a r i a b l e ,  
s  -  l i n e  and s t a f f  managers a r e  compared on a g i v e n  v a r i a b l e
and a r e  found no t  to  d i f f e r  on th e  v a r i a b l e .
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T ab le  3 . A P o s i t i o n ,  P e r s o n a l ,  and P s y c h o l o g i c a l  V a r i a b l e s  
I n c l u d e d  In  th e  V a r i a b l e s  C a t e g o r y
POSITION
A u t h o r i t y  ( D e c i s i o n -  
m a k in g ,  Power,  Con­
t r o l ,  I n f l u e n c e )
S t a t u e  ( S a l a r y ,
Rank,  Reward,  Bene­
f i t s )
A c c e p t a n c e  ( C r e d i ­
b i l i t y ,  R e c o g n i t i o n ,  
W or th ,  Im por tance )
J o b  S e c u r i t y
PERSONAL
Age I n t e r e s t  I n  A ppea rance
M a r i t a l  S t a t u e  I n t e r e s t  i n  S o c i a l  A c t i v ­
i t i e s
PSYCHOLOGICAL
J o b  S a t i s f a c t i o n  p e r c e p t i o n  of  I m p o r t a n c e
o f  Pay
P e r c e p t i o n  of  Power
S a t i s f a c t i o n  w i t h  Pay
P e r c e p t i o n  of  Heeds
S a t i s f a c t i o n  P e r c e p t i o n  o f  I m p o r t a n c e
of  E f f o r t  E x p e n d i t u r e
P e r c e p t i o n  o f  I m p o r t a n c e  of 
Needs
E d u c a t io n
Gender
Race
Autonomy
R e s p o n s i b i l i t y
( A c c o u n t a b i l i t y )
O p p o r t u n i t y  f o r  Ad­
vancement W i th in  
O r g a n i z a t i o n
O p p o r t u n i t y  f o r  Ad­
vancement A cross  
O r g a n i z a t i o n s
C a r e e r  P a t h
O p p o r t u n i t y  f o r  
P r o f e s s i o n a l  D e v e l ­
opment
O p p o r t u n i t y  f o r  
Comm unica t ions
D e f i n i t i o n  o f  Ro le  
{ D e f i n i t i o n  of  
Task)
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T a b le  3*4 ( c o n t in u e d )
PSYCHOLOGICAL ( c o n ' t )
P e r c e p t i o n  of  Im p o r t a n c e  of  
I n n e r  D i r e c t e d  Behav io r
P e r c e p t i o n  of  Im por tance  of  
O ther  D i r e c t e d  B eh av io r
P e r c e p t i o n  of  Own Uni t
P e r c e p t i o n  of  C u r r e n t  Role
P e r c e p t i o n  of  p r e f e r r e d  Role
D i s p o s i t i o n  Toward Change
P e r c e p t i o n  o f  Im p o r t a n c e  o f  
Worlt C o n d i t i o n s
P e r c e p t i o n  of  Im por tance  o f  
Work
P e r c e p t i o n  of  Job Change 
O p p o r t u n i t i e s  In R e l a t i o n  
to  Age I n c r e a s e
P e r c e p t i o n  of  O rg a n i s a ­
t i o n a l  C h a r a c t e r i s t i c s
P e r c e p t i o n  of  Bases o f  
S t a f f  Power
P e r c e p t i o n  of  Amount o f  
S t a f f  Power
P e r c e p t i o n  of  S t a t u s  o f  
S t a f f
P e r c e p t i o n  of  A l l o c a t i o n  of  
Resources
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* "0*' -  l i n e  and s t a f f  a r e  n o t  compared  on th e  g iv e n  v a r i a b l e .
To s u m m e r i r e .  t h e  c o n c e p t  o f  p o s i t i o n !  p e r s o n a l ,  and p s y c h o l o g i c a l  
v a r i a b l e s  On which l i n e  and s t a f f  managers  have been compared emerged 
from th e  l i n e - s t a f f  l i t e r a t u r e .  T h i s  formed th e  b a s t s  f o r  e s t a b l i s h i n g  
a V a r i a b l e s  C a te g o ry  and s u b d i v i d i n g  I t  by t h r e e  ty p e s  of  v a r i a b l e s .  
Review o f  t h e  l i t e r a t u r e  r e v e a l e d  54 i n d i v i d u a l  v a r i a b l e s  on w h ich  l i n e  
and s t a f f  have been compared .  For c o d in g  p u r p o s e s — and to  a l l e v i a t e  
a m b ig u i ty  i n  th e  l i t e r a t u r e — t h e  i n i t i a l  l i s t  o f  v a r i a b l e s  was reduced  
to  a t o t a l  o f  40 c o n t e n t  u n i t s  u s i n g  th e  c o n c e p t  of  t a g  v a r i a b l e s .  To 
e s t a b l i s h  a  p ro c e d u re  f o r  c o l l e c t i n g  d a t a  t o  t e s t  G e n e ra l  H ypo theses  1 
and l i t !  I . e . ,  t o  d e t e r m i n e  on which v a r i a b l e s  l i n e  and s t a f f  managers 
were r e p o r t e d  t o  d i f f e r  i n  t h e  g e n e r a l  management and th e  h i g h e r  educa­
t i o n  l i t e r a t u r e ,  code symbols  were  s e l e c t e d  t o  r e c o r d  i n f o r m a t i o n  con­
t a i n e d  i n  t h e  docum ents .
B e h a v i o r s  C a t e g o r y . Review o f  th e  l i t e r a t u r e  i n d i c a t e d  t h a t  the  
L i n e - s t a f f  s t r u c t u r e  l a  o f t e n  d i s c u s s e d  i n  t e rm s  of  t h e  b e h a v i o r s  of 
l i n e  and s t a f f  m a n a g e r s .  F u r t h e r ,  t h e  L i n e - s t a f f  l i t e r a t u r e  and  th e  
t h e o r e t i c a l  r a t i o n a l e  s u p p o r t e d  t h e  d e v e lo p m en t  of Genera l  Hypotheses  
I I  and IV: t h e  n o n -a c a d e m ic  l i t e r a t u r e  and t h e  academic  l i t e r a t u r e
i n d i c a t e  t h a t  d i f f e r e n c e s  be tween Line and  s t a f f  managers  on some p o s i ­
t i o n .  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  c a n  r e s u l t  in  b e h a v i o r s  
which a r e  r e l e v a n t  t o  t h e  f u n c t i o n i n g  of an  o r g a n i i a t l o n .  To t e s t  Gen­
e r a l  H ypo theses  11 and IV and t h e i r  r e l a t e d  s p e c i f i c  h y p o t h e s e s ,  a  Be­
h a v i o r s  C a te g o ry  was d e v e l o p e d  f o r  u s e  i n  t h e  c o n t e n t  a n a l y s i s  t o  d e t e r ­
mine which l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  were United t o  b e h a v i o r  
as well  a s  th e  k i n d s  o f  b e h a v i o r s  which were r e p o r t e d .
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The t h r e e  t y p e s  of  employee b e h a v i o r s  r e q u i r e d  f o r  e f f e c t i v e  o r g a n ­
i z a t i o n  f u n c t i o n i n g  d e s c r i b e d  by Katz and Kahn (1966)  were  used  aa t h e  
b a s i s  f o r  s e t t i n g  up th e  Behaviors  C a t e g o ry .  A ccording  t o  K atz  and 
Kahn, t y p e s  of  b e h a v i o r s  r e q u i r e d  i n c l u d e ;
1 .  J o i n i n g  and s t a y i n g  in  system
( a )  Recru i tm en t
( b )  Low Absentee ism
( c )  Low t u r n o v e r
2 .  Dependab le b e h a v i o r :  r o l e  per fo rm ance  In  system
( a )  Meeting o r  e x ce ed in g  q u a n t i t a t i v e  s t a n d a r d s  of pe r fo rm ance
(b )  Mee ting  o r  e x ce ed in g  q u a l i t a t i v e  s t a n d a r d s  of  pe r fo rm ance
3 .  I n n o v a t i v e  and spon taneous  b e h a v i o r ;  pe r fo rm ance  beyond r o l e
r e q u i r e m e n t s  f o r  accomplishment  o f  o r g a n i z a t i o n a l  f u n c t i o n s
( a )  C o o p e ra t i v e  a c t i v i t i e s  w i th  f e l l o w  members
(b )  A c t i o n s  p r o t e c t i v e  o f  sys tem or subsys tem
( c )  C r e a t i v e  s u g g e s t i o n s  fo r  o r g a n i z a t i o n a l  Improvement
( d )  S e l f - t r a i n i n g  f o r  a d d i t i o n a l  o r g a n i z a t i o n a l  r e s p o n s i b i l i t y
( e )  C r e a t i o n  of  f a v o r a b l e  c l i m a t e  f o r  o r g a n i z a t i o n  In  the 
e x t e r n a l  e n v i ro n m e n t .  ( 1 9 6 6 ,  p .  337)
While t h e s e  type s  of  b e h a v i o r s  d e s c r i b e  p o s i t i v e  b e h a v i o r a l  con­
t r i b u t i o n s  t o  o r g a n i z a t i o n a l  f u n c t i o n i n g ,  K a tz  and Kahn p o i n t  o u t  t h a t  
f a i l u r e  to  a c h i e v e  t h e s e  p a t t e r n s  or  b e h a v in g  i n  a c o n t r a r y  manner can 
d i s r u p t  e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .  C o n s e q u e n t ly ,  t h e  Behav­
i o r s  C a te g o ry  d e v e lo p e d  f o r  use  i n  the  c o n t e n t  a n a l y s i s  h e r e  was d e s ig n e d  
t o  I n c l u d e  two s u b c a t e g o r i e s  o f  b e h a v io r  t y p e s  r e l a t e d  to  o r g a n i z a t i o n a l
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func t ion ing*  The f l e e t  s u b c a t e g o r y  r e f l e c t e d  the  b e h a v i o r a l  ty p e s  de­
s c r ib ed  by K a te  and Kahn as  hav ing  a p o s i t i v e  e f f e c t  on th e  o r g a n iz a ­
t i o n ;  the s econd  s u b c a t e g o r y  r e f l e c t e d  th e  o p p o s i t e  t y p e s  o f  b e h a v i o r s ,  
I . e . ,  th o s e  b e h a v io r s  l i k e l y  t o  have a  n e g a t i v e  e f f e c t  on o r g a n i z a t i o n a l  
f u n c t i o n i n g .  Table  3 .5  shows th e  t h r e e  n a j o r  types  o f  b e h a v i o r s  i n ­
cluded as  c o n t e n t  u n i t s  In  e a c h  of th e  two a u b c a t e g o r i e s » Note t h a t  
examples o f  t h e  kinds o f  b e h a v i o r s  s p e c i f i e d  by each m a jo r  type  of be­
hav ior  a r e  in c lu d e d  f o r  r e f e r e n c e .
To r e c o r d  whether d i f f e r e n c e  on a g i v e n  v a r i a b l e  was a s s o c i a t e d  
with one o r  more o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s ,  a  co d in g  system 
was d e v i s e d .  The ays tern c o n s i s t e d  o f  a s s i g n i n g  a v a r i a b l e 1a code num­
ber  (1 -90 )  to  each ma jor  t y p e  o f  b e h a v i o r  w i t h  which th e  v a r i a b l e  was 
l inked i n  a  document,  S in c e  a document c o u l d  l i n k  d i f f e r e n c e  on a 
given v a r i a b l e  to  more th a n  one b e h a v i o r ,  a v a r i a b l e ' s  code number 
could be a s s i g n e d  to a s  many ty p e s  o f  b e h a v i o r  as n e c e s s a ry *
To o b t a i n  a d d i t i o n a l  d a t a  on b e h a v i o r s  which were a s s o c i a t e d  w i th  
l i n e - a t a f f  d i f f e r e n c e s ,  t h e  cod ing  sy s tem  f o r  the  B ehav io r s  Ca tegory  
a l so  a l lowed  l i t e r a l  r e c o r d i n g  of i n f o r m a t i o n .  S p e c i f i c a l l y ,  when a 
behavior m ent ioned  in  an a r t i c l e  was e l n l l a r  to  one of t h e  Katx and Kahn 
types— but was not  s t a t e d  e x p l i c i t l y  a s  an example— words o r  p h ra s e s  de­
s c r ib i n g  t h e  behav ior  were a s s i g n e d  t o  t h e  major  b e h a v i o r  t y p e  t o  which 
I t  was most c l o s e l y  r e l a t e d .
In summary, the dev e lo p m en t  o f  t h e  Behav io rs  C a teg o ry  was baaed on 
m a te r i a l  i n  t h e  l i n e - s t a f f  l i t e r a t u r e  and th e  t h e o r e t i c a l  r a t i o n a l e .  
S p e c i f i c a l l y ,  Katz and Kahn1a t h r e e  t y p e s  o f  behav io rs  r e q u i r e d  fo r  
o r g a n i z a t i o n a l  f u n c t i o n i n g  were adap ted  t o  form the  s i x  m a jo r  types  of
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Table 3 . 5  P o s i t i v e  and N e g a t i v e  Typea o f  B ehav io r*  In c lu d e d  In  t h e  
B eh av io r s  C a te g o ry  (Adapted  from K a ts  and Kahn, 1966)
POSITIVE TYPES OP BEHAVIORS NEGATIVE TYPES OP BEHAVIORS
ea J o i n i n g  and S ta y in g  In the 
O rg a n ic a t  i o n
•  R e c ru i tm e n t
•  Low A bsen tee i sm
•  Low Turnover
• •  Meeting  J o b  S ta n d a rd s  
(D ependable  B eh av io r )
a M e e t in g /E x c eed in g  Quan­
t i t a t i v e  S ta n d a rd s
•  M e e t in g /E x c eed in g  Qual­
i t a t i v e  S ta n d a rd s
• a  P e r fo rm in g  A c t i v i t i e s  Beyond 
Jo b  Requ i rem en ts  t o  Achieve 
E f f e c t i v e  O r g a n i s a t i o n a l  
F u n c t i o n i n g
a Coops r a t i n g
•  P e r fo rm in g  P r o t e c t i v e  
A c t i o n s
a  Making C r e a t i v e  Sug­
g e s t i o n s  
a P e r fo rm ing  S e l f -  
T r a i n i n g  
a C r e a t i n g  a F a v o ra b le  
C l im a te  fo r  t h e  O rgan i ­
z a t i o n  i n  the E x t e r n a l  
Environment
• a  Not J o i n i n g  o r  Not S t a y i n g  
In  t h e  O r g a n i s a t i o n
•  Poor R e c ru i tm e n t
a  High A bsen tee i sm
•  High Turnover
• •  Not M eeting  J o b  S ta n d a rd s  
{Undependable  B ehav io r )
•  Not M e e t in g /E x c e e d in g  
Q u a n t i t a t i v e  S t a n d a rd s
•  Not M e e t in g /E x c e e d in g  
Q u a l i t a t i v e  S ta n d a rd s
** Not P e r fo rm in g  A c t i v i t i e s  
Beyond J o b  Requ i rem en ts  t o  
Achieve  E f f e c t i v e  O rg a n iz a ­
t i o n a l  F u n c t i o n i n g
•  Not C o o p e r a t i n g
•  Not P e r fo rm in g  P r o t e c ­
t i v e  A c t i o n s
•  Not Making C r e a t i v e  
S u g g e s t i o n s
•  Not P e r fo rm in g  S e l f -  
T r a i n i n g
a Not C r e a t i n g  a F a v o r ­
a b l e  C l im a te  f o r  t h e  
O r g a n i z a t i o n  i n  t h e  
E x t e r n a l  Envi ronment
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b e h a v i o r s  I n c l u d e d  i n  che B e h a v i o r s  Ca tegory*  To e s t a b l i s h  a c o n t e n t  
a n a l y s i s  p r o c e d u r e  t o  t e a t  H y p o th e s e s  I I  and  IV, I . e . ,  t o  de te rm ine  
which  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r l b l e s  were  l i n k e d  in  t h e  l i t e r a t u r e  
t o  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  o f  m anagers ,  a coding  system was 
d e v e l o p e d .  The c o d i n g  s y s t e m  a l s o  a l lo w ed  b e h a v i o r s  n o t  named e x p l i c ­
i t l y  i n  t h e  B e h a v i o r s  C a t e g o r y  a s  c o n t e n t  u n i t s  t o  be recorded  a s  t h e y  
were  i d e n t i f i e d  In t h e  l i t e r a t u r e *
D i f f e r e n c e s  C a t e g o r y . A D i f f e r e n c e s  C a tego ry  was e s t a b l i s h e d  f o r  
use  I n  t h e  c o n t e n t  a n a l y s i s  t o  d e t e r m i n e  how l i n e  and s t a f f  managers 
were  r e p o r t e d  i n  t h e  l i t e r a t u r e  t o  d i f f e r  on b e h a v i o r - l i n k e d  l t n e - e t a f f  
d i s t i n g u i s h i n g  v a r i a b l e s .  Ae S t a t e d  in  th e  d i s c u s s i o n  o f  the  o v e r a l l  
c o n t e n t  a n a l y s i s  r e s e a r c h  d e s i g n ,  t h e  e x p e c t e d  r e l a t i o n s h i p  among c a t e ­
g o r i e s  must  be d e f i n e d .  R e g a r d i n g  th e  D i f f e r e n c e s  C a te g o ry ,  i t  was e x ­
p e c t e d  t h a t  I f  l i n e  and s t a f f  m anagers  were r e p o r t e d  to  d i f f e r  on a 
v a r i a b l e  w i t h i n  t h e  V a r i a b l e s  C a t e g o r y ,  t h e  d i r e c t i o n  of t h e  d i f f e r e n c e  
would a l s o  be i n d i c a t e d  In t h e  document.  F u r t h e r *  t h e  d i r e c t i o n  o f  t h e  
d i f f e r e n c e  c o u l d  be t r e a t e d  a a  a  c o n t e n t  u n i t  w i t h i n  a s e p a r a t e  c a t e g o r y  
and  coded aa  a u c h .
To code th e  d i r e c t i o n  o f  t h e  d i f f e r e n c e  on a v a r i a b l e ,  d i f f e r e n c e  
was e x p r e s s e d  a s  "more o r  l e a s "  and " p o s i t i v e  o r  n e g a t i v e , "  For exam­
p l e ,  I f  t h e  c o n t e n t  a n a l y s i s  p r o c e d u r e  r e v e a l e d  t h a t  l i n e  and s t a f f  man­
a g e r s  were r e p o r t e d  t o  d i f f e r  on th e  p o s i t i o n  v a r i a b l e  A u th o r i ty *  de­
p e n d i n g  upon what  was s a i d  i n  t h e  a r t i c l e *  t h e  d i r e c t i o n  o f  the d i f f e r ­
ence  was coded  as  l i n e  h a v i n g  " m o te ” a u t h o r i t y  and s t a f f  " l e s s , "  o r  
s t a f f  h a v in g  "more" and l i n e  " l e s s . "  On a p s y c h o l o g i c a l  v a r i a b l e  such
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a s  P e r c e p t i o n  o f  Powert t h e  d i r e c t i o n  of  the  d i f f e r e n c e  wan coded  aa 
" p o s i t i v e "  o r  n e g a t i v e . "  For  th e  D i f f e r e n c e s  C a t e g o r y ,  d a t a  on  th e  
d i r e c t i o n  of  d i f f e r e n c e  on a v a r i a b l e  were r e c o r d e d  u s in g  t h e  f o l l o w i n g  
s y m bo ls .
* " + ” -  t h e  d i r e c t i o n  of  t h e  d i f f e r e n c e  on a  v a r i a b l e  f o r  a  l i n e
o r  s t a f f  manager i s  "more"  o r  " p o s i t i v e ," d e p e n d i n g  on
t h e  n a t u r e  of the v a r i a b l e .
•  -  t h e  d i r e c t i o n  of  t h e  d i f f e r e n c e  on a  v a r i a b l e  f o r  a  l i n e
o r  s t a f f  manager I s  " l e a s "  o r  " n e g a t i v e , "  d e p e n d i n g  on
t h e  n a t u r e  o f  the  v a r i a b l e .
D i r e c t i o n  of  d i f f e r e n c e  on v a r i a b l e s  was coded  a s  p a i r e d  combina­
t i o n s ,  where t h e  code symbol r e c o r d e d  f i r s t  r e f e r r e d  to  l i n e  m anagers  
and th e  symbol r e c o r d e d  n ex t  r e f e r r e d  t o  s t a f f  m a n a g e r s .  F o r  v a r i a b l e s  
such  a s  G ender ,  where t h e  coding c o n v e n t i o n s  d e s c r i b e d  above d i d  n o t  
a p p l y  d i r e c t l y ,  s p e c i a l  co n v e n t io n s  were  u s e d .  Symbols and p r o c e d u r e s  
r e l a t i n g  t o  such  c a s e s  a r e  d e s c r i b e d  In  d e t a i l  i n  t h e  Coding I n s t r u c ­
t i o n s ,  which  a r e  p r e s e n t e d  In  t h e i r  e n t i r e t y  In Appendix  A.
Im p ac ts  C a t e g o r y . The f o u r t h  c a t e g o t y  d e v e l o p e d  f o r  u s e  i n  th e  
c o n t e n t  a n a l y s i s  was t h e  Impacts  C a t e g o r y ,  T h i s  c a t e g o r y  was d e s i g n e d  
t o  d e t e r m i n e  any q u a l i t a t i v e  e f f e c t s  on l i n e  and s t a f f  m anagers  which 
th e  l i t e r a t u r e  a s s o c i a t e d  w i th  l i n e - s t a f f  d i f f e r e n c e s .  R e g a r d i n g  th e  
r e l a t i o n s h i p  be tween t h i s  c a t e g o r y  and o t h e r s  In  t h e  c o n t e n t  a n a l y s i s  
d e s i g n ,  I t  was e x p e c te d  t h a t  I f  a document r e p o r t e d  a  d i f f e r e n c e  between 
l i n e  and a t a f f  managers  on a v a r i a b l e ,  t h e  document would a l s o  d e s c r i b e  
how managers  were  p e r c e i v e d  to  be Im pac ted  by t h e  d i f f e r e n c e .  Couse-
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q u e n t l y ,  Impact  c o u ld  be t r e a t e d  aa a c o a t c u t  u a t t  w i t h i n  a s e p a r a t e  
c a t e g o r y  and coded a s  such*
To code th e  d i r e c t i o n  o f  t h e  I n p a c t  of  d i f f e r e n c e  on a v a r i a b l e ,  
Impact  was e x p r e s s e d  as  " a d v a n ta g e d "  and " d l  a a d v a n t a g e d . " For example ,  
I f  t h e  c o n t e n t  a n a l y s i s  p r o c e d u r e  r e v e a l e d  a  d i f f e r e n c e  between l i n e  
and s t a f f  managers on the  p e r s o n a l  v a r i a b l e  Age, d e p e n d in g  upon t h e  con­
t e n t  o f  t h e  docum ent ,  t h e  d i r e c t i o n  o f  t h e  Impact  w sb  coded aa l i n e  w as  
" a d v a n ta g e d "  by t h e  d i f f e r e n c e  and s t a f f  was " d i s a d v a n t a g e d , "  o r  l i n e  
was " d i s a d v a n t a g e d "  and s t a f f  was " a d v a n ta g e d * ” To a c c o u n t  f o r  c a s e s  
In t h e  l i t e r a t u r e  where t h e  te rm s  " a d v a n ta g e d "  o r  " d i s a d v a n t a g e d "  were 
no t  d e s c r i p t i v e  o f  t h e  i m p a c t ,  s e v e r a l  c o d in g  symbols were In c lu d e d  f o r  
use in  t h i s  c a t e g o r y :
•  "+" -  l i n e  o r  s t a f f  manager i s  advan taged  by t h e  d i f f e r e n c e
on a v a r i a b l e *
•  -  l i n e  o r  s t a f f  manager  l a  d i s a d v a n t a g e d  by th e  d i f f e r e n c e
on a v a r i a b l e .
•  "0" -  l i n e  o r  s t a f f  I s  n e i t h e r  ad v a n ta g e d  nor d i s a d v a n t a g e d  by
a d i f f e r e n c e  o r  Impac t  i s  n o t  a d d r e s s e d .
e "X" * l i n e  o r  s t a f f  i s  advan taged  and  d i s a d v a n t a g e d  by a d i f f e r ­
ence  on a v a r i a b l e .
D i r e c t i o n  of  t h e  Impact of  a d i f f e r e n c e  on a v a r i a b l e  was coded ae 
p a i r e d  c o m b i n a t i o n s ,  where t h e  code symbol r e c o r d e d  f i r s t  r e f e r r e d  to  
l i n e  and the  symbol r e c o rd e d  n e x t  r e f e r r e d  t o  s t a f f .  Note t h a t  when 
cod ing  t h i s  c a t e g o r y ,  f o r  any l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  r e ­
p o r t e d  i n  an a r t i c l e ,  t h e  number of  p o s s i b l e  code c o m b in a t io n s  f o r  r e ­
p o r t i n g  the  d i r e c t i o n  of Impact  on l i n e  and s t a f f  managers  was 16*
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T h i s  d i f f e r e d  from r e p o r t i n g  d i r e c t i o n  o f  d i f f e r e n c e  on  a v a r i a b l e ,  
where t h e r e  were o n ly  two p o s s i b l e  code co m b in a t io n s *
For v a r i a b l e s  such, a s  Gender,  w here  t h e  coding  c o n v e n t i o n s  aa  d e ­
s c r i b e d  above did not  a p p l y  d i r e c t l y ,  S p e c i a l  c o n v e n t i o n s  were used ,  
Symbols and procedures  r e l a t i n g  t o  s u c h  c a s e s  a r e  d e s c r i b e d  In d e t a i l  
In t h e  Coding I n s t r u c t i o n s ,  which a r e  p r e s e n t e d  in  t h e i r  e n t i r e t y  in  
Appendix A,
Coding Forma
To f a c i l i t a t e  t h e  p ro c e d u re ,  a  s e t  o f  c o d in g  fo rm a was d e s ig n e d  t o  
r e c o r d  i n  format ion from t h e  documents i n c l u d e d  In t h e  c o n t e n t  a n a l y s i s *  
F ig u r e s  3*1 and 3,2 show t h e  complete  s e t  o f  forms.  Appendix  B p r e s e n t s  
an example o f  forms which  were com ple ted  f o r  a  document d u r in g  t h e  
cod ing  procedure*
F i g u r e  3*1 shows t h e  form used  t o  r e c o r d  background  i n f a t u a t i o n  on 
documents and da ta  p e r t a i n i n g  to  t h e  V a r i a b l e s ,  D i f f e r e n c e s ,  and Im pac ts  
c a t e g o r i e s *  As shown In F ig u r e  3*1,  space  i s  p r o v id e d  t o  r e c o r d  b i b l i ­
o g r a p h i c a l  d a t a ;  s tudy  t y p e ,  I . e . ,  w h e th e r  a  document was  q u a l i t a t i v e  
o r  q u a n t i t a t i v e ;  and o r g a n i z a t i o n  t y p e ,  i . e . ,  t h e  k i n d  o f  o r g a n i z a t i o n  
examined in  t h e  document.  Background I n f o r m a t i o n  was n o t  c o n s i d e r e d  
c a t e g o r y  d a t a ;  however, soma o f  t h e  d a t a  r e c o r d e d  Here  were uHed in  t h e  
w e i g h t i n g  scheme and t o  s u p p o r t  a d d i t i o n a l  a n a ly s e s *
Im m edia te ly  below t h e  spaces  f o r  background I n f o r m a t i o n  on t h e  form 
shown i n  F ig u re  3*1 a r e  f o u r  columns.  The f i r s t  column i n c l u d e s  a l i s t  
o f  f o r t y  v a r i a b l e s  on which  l i n e  and s t a f f  managers  h a v e  been compared 
in  t h e  l i t e r a t u r e *  V a r i a b l e s  e re  numbered and  a r e  d i v i d e d  by t y p e .
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F ig u r e  3*1 Conten t  A n a l y s i s  Coding Forms f o r  Background D ata ,  
V a r i a b l e s  C a t e g o r y ,  D i f f e r e n c e  C a t e g o r y ,  and Impact 
C a teg o ry
Author;  
T i t l e l 
So u r c e ;
Study Type; Q u a l i t a t i v e  Q u a n t i t a t i v e
O r g a n i z a t i o n  Type; __ B u s , / i n d u s t r y  ___ C o l l e g e / U n i v ,  O th e r
VARIABLES VARIABLES»
+ -  D i f f .
-  -  No D i f f « 
0 "  Not Com­
pa red
DIFFERENCE;
+ ■ More/
P o s i t i v e  
-  “  L ea s }
Negat i v a
IMPACT:
+ “ Adv,
-  -  D i s a d v ,
0 "  Not S p e c , /  
Not A dv . /  
Not D faad .  
a  ” Adv,  and 
D isad v ,
•  POSITION Line S t a f f Line S t a f f
1, A u t h o r i t y  ( d e c i ­
s io n -m a k in g ,  
power,  c o n t r o l ,  
i n f l u e n c e )
Z, S t a t u e  ( r a n k ,  
s a l a r y ,  r e w a rd ,  
b e n e f i t s )
3* A ccep tance  ( c r e d ­
i b i l i t y ,  r e c o g ­
n i t i o n ,  w o r th ,  
Im por tance )
4 ,  Job  s e c u r i t y
5.  Autonomy
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F ig u re  3 .1  ( c o n t in u e d )
VARIABLES VARIABLES £
+ -  D i f f .
-  -  No D i f f .  
0 -  Not Con- 
pared
DIFFERENCE I 
+■ -  Mora/
P o s i t i v e  
-  “  Less /
Negative
IMPACT1 
+ “ Adv.
-  -  D isad v .
0 -  Not s p a t . /  
Not Adv./  
Not D isad .  
x “  Adv.  and 
D isadv .
•  POSITION ( c o n 11 ) L in e S t a f f Line S t a f f
6. R e s p o n s i b i l i t y
( a c c o u n t a b i l i t y )
7. Op*/Advancenent  
W i th in  O rg a n ic .
B« Op*/Advancement 
A cross  OrganLzs.
9. C a r e e r  P a t h
10. O p . / P r o f .  Devel .
11. Op./Comomnlca tions
12. D e f i n i t i o n  of  
Role ( t a s k )
* PERSONAL
13. e d u c a t i o n
14. Gender
15. Race
IS. Age
17. M a r i t a l  S t a t u e
IS. P e r s o n a l  Appear.
19. S o c i a l  A c t i v i t i e s
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Figure 1*1 {continued)
VARIABLES VARIABLESt 
+ -  D i f f .
-  -  No D i f f .  
0 “ Not Com­
p a r e d
DIFFERENCE:
+ “  Mora/  
P o s i t  Ive  
* ■* L e s s /
N ega t lve
IMPACT<
+ “ Adv.
-  -  D isadv .
0 "  Not S p e c . / 
Not Adv./  
Not D iaad .  
x -  Adv. and 
D is ad v .
* PSYCHOLOGICAL L ine S t a f f Line S t a f f
20. Job S a t i s f a c t i o n
21. Pe rcep t  . /Power
22. Pe rcep t  . /N eeds  
S a t i s f a c t  Lon
23. P e r c e p t . /  I m p o r t . 
o f  Heeds
24. P e r c e p t . / i m p o r t . 
o f  Inner D i r e c t e d  
BehavLor
25. P e r c e p t . / I m p o r t ,  
o f  Other D i r e c t e d  
Be havfor
26. Percep t . /Own U n i t
27. P e r c e p t . / C u r r e n t  
Role
28. P ercep t  . / P r e f e r r e d  
Role
29. D i s p o s i t i o n  
Toward Change
30. Pe rcep t  . / I m p o r t . 
o f  Work C o n d i t i o n s
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F ig u re  3*1 ( c o n t in u e d )
VARIABLES VARIABLES)
+ -  D i f f*
-  -  No D i f f .  
0 “  Not Com­
pa red
DIFFERENCE:
+ ■ More/
P o s i t  i v e  
-  -  Lese /
N e g a t i v e
IMPACT:
+ -  Adv.
-  ■ D isadv .
0 “ Not S p e c . /  
Not Adv./  
Not Dlaad.  
x “ Adv. and 
Disadv.
•  PSYCHOLOGICAL Line S t a f f Line S t a f f
31. P e r c e p t . / C o n d ,  
o f  Work
32. P e r c e p t . / I m p o r t . 
o f  Pay
33. S a t i s f a c t  Ion 
w i t h  Pay
34. P e r c e p t  , / l n p o r t , 
o f  E f f o r t  Expend,
35. P e r c e p t . / J o b  
Change i n  R e l a t i o n  
t o  Age I n c r e a s e
36. P e r c e p t . / O r g a n i c .  
Char a c t  e r  1s t  l c s
37. P e r c e p t  . / B a s i s  
S t a f f  Power
30. P a r c e p t . / Amount 
S t a f f  Power
39, P e r c e p t . / S t a t u s  
o f  S t a f f
40, P e r c e p t . / A l l o c a -  
t i o n  of  Resources
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F i g u r e  3 .2  C o n te n t  A n a l y s i s  Coding Forme f o r  B eh av io r  Ca tegory
VARIABLES
TYPES OF BEHAVIORS RELEVANT TO 
ORGANIZATIONAL FUNCTIONING
•  POSITION 4 POSITIVE -■ ENTER f NEGATIVE -  ENTER *
1. A u t h o r i t y  { d e d ­ u « JOINING/STAYING •  NOT JO I NINO/STAYING
a l  on-making!
pow er ,  c o n t r o l , I I  I I  I I  1 I I r n  i i i ' i
I n f l u e n c e )
•  R ec ru i tm e n t * Poor R ec ru i tm e n t
2* S t a t u s  (rank* TT •  Low A bsen tee i sm e High  Absentee ism
s a l a r y ,  r e w a rd , •  Low T u rnove r •  High Turnover
b e n e f i t s )
Exam ples t Examples :
3.  A cc e p ta n c e  ( c r e d ­ L i
i b i l i t y ,  r e c o g ­
n i t i o n ,  w o r th ,
im p o r t a n c e ) •  MEETING JOB •  NOT MEETING JOB
STANDARDS STANDARDS
4. J o b  s e c u r i t y TT ■ ~ p r ! T " i i  i n
5 .  Autonomy LL a  M ee t ing  Quan. * Not Meeting Quan.
6 .  R e s p o n s i b i l i t y T i S ta n d a rd s S t a n d a r d s
( a c c o u n t a b i l i t y ) •  M eeting  Q u a l . e Not M eeting  Q u a l ,
S ta n d a rd s S t a n d a r d s
7,  Op. /Advancement TT
W i t h i n  O r g a n iz . Examples : Examples ;
8,  Op./Advancement I I
A c m e s  O r g a n iz e ,
•  ACTIVITIES BEYOND •  NO ACTIVITIES BE­
9 .  C a r e e r  Path n JOB REQS. YOND JOB REQS.
10, O p . / P r o f .  D e v e l . I I r  T 1 1 1 1 1 1 1 I I  L_L
11. O p . /C om m unica t ions TT •  C o o p e r a t in g e Not C oope ra t ing
•  P e r fo rm in g  P r o ­ « Not Perform* P ro ­
12, D e f i n i t i o n  o f 1 1 t e c t i v e  A c t i o n s t e c t i v e  Act ions
R o le  ( t a s k ) » Making C r e a t I v e •  Not Making C rea­
Sugges t  Io n s t i v e  S u g g e s t io n s
•  PERSONAL •  P e r fo rm in g  S e l f - e  Not Per forming
T r a i n i n g S e l f - T r a i n i n g
13.  E d u c a t i o n ! 1 e  C r e a t  ing F a v o r - •  Not C re a t In g
a b l e  C l im a te F a v o r a b l e  C l im a te
14. G e n d e r TT
Exam ples : Example a:
15* Race n
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Figure  3*2 (co n t in u e d )
VARIABLES
TYPES OP BEHAVIORS RELEVANT TO 
ORGANIZATIONAL FUNCTIONING
•  PERSONAL ( c o n ’t ) t POSITIVE -  ENTER t NEGATIVE -  ENTER *
16, Age u •  JOINING/STAYING * NOT JOINING/STAYING
17. M a r i t a l  S t a t u s J. 1 rn:T i i i r..........nr rn i
18. P e r s o n a l  Appear. IT •  R e c ru i tm e n t •  Poor Recru i tm en t
•  Low A b s e n t e e i s n a High A bsen tee ism
19. S o c i a l  A c t i v i t i e s II •  Low T u rn o v e r •  High Turnover
Examplea; Examples:
*  PSYCHOLOGICAL
20. J ob  S a t i s f a c t i o n n
•  MEETING JOB •  NOT MEETING JOB
21. P e r c e p t . / P o w e r n STANDARDS STANDARDS
22. P e r c a p t . /Needs 11 m i i i in 1 1 1 1 u II
S at  i a f a c t i o n
•  Meet ing Quan * a Not Meeting Quan.
23 , P e r c e p t . / I m p o r t . ii S ta n d a rd s S ta n d a rd s
o f  Needs •  Meet ing QuaI. •  Not Meeting  Q u a l .
S t a n d a rd s S ta n d a rd s
24. P e r c e p t . / I m p o r t , n
o f  In n e r  D i r e c t e d Examples: Examples:
Behav io r
25. P e r c e p t  . / I m p o r t . n
of  O the r  D i r e c t e d •  ACTIVITIES BEYOND •  NO ACTIVITIES BE­
B eh av io r JOB REQS. YOND JOB REQS.
26 . P e rcep t . /O w n  Unit ii TTI1TTTTT TT 1 1 U ITT
27. P e r c e p t . / C u r r e n t IT » C o o p e r a t i n g •  Not C o o p e ra t in g
Role •  P e r fo rm in g  P ro ­ a Not Perform,  P ro ­
t e c t i v e  A c t i o n s t e c t i v e  A c t io n s
28. P e r c e p t . / P r e f e r r e d IT •  Making C r e a t i v e a Not Making C re a ­
Role Suggest  i o n s t i v e  S u g g e s t io n s
•  Pe r fo rm ing  S e l f - •  Not Per forming
29. D l a p o s i t  ion i  .i, T r a i n i n g S e l f - T r a i n i n g
Toward Change a  C r e a t i n g  F a v o r ­ •  Not C r e a t in g
a b l e  C l im a te F av o rab le  C l im a te
30. P e r c e p t . / I m p o r t • n
of  Work C o n d i t i o n s Examples: Examples:
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F ig u re  3*2 (c o n t in u e d )
VARIABLES
■ PSYCHO. f c o n * t 7
TYPES OF BEHAVIORS RELEVANT TO 
ORGANIZATIONAL FUNCTIONING
NEGATIVE -  ENTER #POSITIVE ~ ENTER f
31* Percept . /C o n d .  
o f  Work
32. P e rc e p t  . / I m p o r t  ■ 
o f  Pay
33* S a t i s f a c t i o n  
w i t h  Pay
34, P e rc e p t  */ I m p o r t  * 
o f  E f f o r t  Expend.
35. P e rc e p t  . / J o b  
Change i n  R e l a t i o n  
t o  Age i n c r e a s e
36* P e r c e p t , / O r g a n i z ,  
C h a r a c t e r  l e t  l ea
37. P e r c e p t . / B a s i s  
S t a f f  Power
38. Pe rcep t  ./Amount 
S t a f f  Power
35* P e r c e p t . / S t a t u s  
o f  S t a f f
40. P e r c e p t . / A l l o c a ­
t i o n  of  R eso u rces
EE
n
n
n
n
rr
u
n
n
n
JOINING/STAYING
I I I I 11 I I
e  Recru i tm en t  
•  Low Absenteeism 
a Low Turnover
E xam ple s :___________
•  MEETING JOB 
STANDARDS
..............................
•  M eet ing  Quaa, 
S ta n d a rd s
•  M ee t in g  Qual.  
S ta n d a rd s
Examples :  ______
* ACTIVITIES BEYOND 
JOB REQS.
•  C oo p e ra t in g
•  P e r fo rm ing  Pro­
t e c t i v e  Act ions
•  Making C re a t iv e  
S u g g e s t io n s
•  P er fo rm ing  S e l f -  
T r a i n i n g
•  C r e a t i n g  Favor­
a b l e  Climate
Examples :  _________
•  NOT JO IN ING/STAY ING
I II  1 I LI  I I
a  Poor R e c r u i t m e n t  
■ High A b s e n te e  Ism 
•  High T u rn o v e r
Examples:  ___________
NOT MEETING JOB 
STANDARDS
i l l ' .....................
•  Not M ee t ing  Quan,  
S ta n d a rd s
•  Not H e a t i n g  Q u a l ,  
S ta n d a rd s
Exam ples :____________
i NO ACTIVITIES BE­
YOND JOB REQS.
t t t t i  i i rr
e  Not C o o p e r a t i n g
•  Not P e r f o r m .  P r o ­
t e c t  ive Act i o n s
a Not Making C r e a ­
t i v e  S u g g e s t i o n s
•  Not P e r f o r m in g  
S e l f - T r a i n i n g
•  Not C r e a t i n g  
F a v o ra b le  C l i m a t e
Examples:  ___________
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The seco n d  column p r o v i d e s  apace t o  r e c o r d  w h e th e r  a document compared 
Line and s t a f f  manager*  on each of  t h e  v a r i a b l e s  and  w hether  managers 
were r e p o r t e d  t o  d i f f e r  on those  v a r i a b l e s  f o r  which a co m p ar i so n  was 
made, Data were r e c o r d e d  by e n t e r i n g  th e  a p p r o p r i a t e  code symbol i n  
the V a r i a b l e s  Column row a d j a c e n t  t o  t h e  v a r i a b l e  b e in g  a n a ly zed *  The 
t h i r d  column p r o v i d e s  s p a c e  to r e c o r d  t h e  d i r e c t i o n  of  d i f f e r e n c e  r e ­
po r te d  f o r  v a r i a b l e s  on which l i n e  and s t a f f  were  found to  d i f f e r .
Data were  reco rd ed  by e n t e r i n g  a p a i r e d  co m b in a t io n  o f  code symbols  
i n t o  t h e  D i f f e r e n c e  Column row a d j a c e n t  to  t h e  v a r i a b l e  b e in g  ana lyzed*  
The l a s t  column p r o v i d e s  space  t o  r e c o r d  the  d i r e c t i o n  of  Impact  on man­
a ge r s  of  a  d i f f e r e n c e  on a v a r i a b l e *  Again ,  d a t a  were r e c o r d e d  by en­
t e r i n g  t h e  a p p r o p r i a t e  p a i r e d  c o m b in a t io n  of  code symbols  I n t o  t h e  Im­
pac t  Column row a d j a c e n t  to  the  v a r i a b l e  be ing  a n a l y z e d .
F i g u r e  3*2 shows th e  form used  t o  r e c o r d  i n f o r m a t i o n  p e r t a i n i n g  to 
b e h a v i o r s  a s s o c i a t e d  i n  a document w i t h  a d i f f e r e n c e  between managers  
on a v a r i a b l e .  D a ta  were  recorded  by e n t e r i n g  a l i n e - s t a f f  d i s t i n g u i s h ­
ing v a r i a b l e ' s  code number (1 -4 0 )  i n t o  the  code bon under  t h e  b e h a v i o r  
type w i t h  which i t  was r e p o r t e d  t o  be a s s o c i a t e d .  A v a r i a b l e ' s  code 
number cou ld  be e n t e r e d  i n t o  code boxes  f o r  a s  many of t h e  s i x  t y p e s  of 
o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  w i t h  which i t  was r e p o r t e d  t o  be 
United i n  a document.  As shown i n  F i g u r e  3 ,2* t h e  f o r n  a l s o  p r o v i d e s  
space  t o  r e c o rd  d i f f e r e n c e - r e l a t e d  b e h a v i o r s  r e p o r t e d  In documents  which 
were s i m i l a r  t o  one of  t h e  s ix  major  t y p e s  of  b e h a v i o r s ,  b u t  which were 
no t  p ro v id e d  as exam ples  on the  form. T h i s  i n f o r m a t i o n  was r e c o r d e d  by 
w r i t i n g  a word o r  d e s c r i p t i v e  p h ra s e  I n  the  s p a c e s  p rov ided  on t h e  form.
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C a t e g o r i e s ,  c o d i n g  u n i t s  and symbols ,  and coding forms c o n s t i t u t e d  
p a r t  o f  t h e  s y s t e m  u sed  I n  the  c o n t e n t  a n a l y s i s  p rocedure .  The coding 
ays  t e n  u s e  c o m p le t e d  by t h e  development o f  s t a n d a r d i z e d  Coding i n s t r u c ­
t i o n s ,  In  t h e  f o l l o w i n g  s e c t i o n s ,  t h e  cod ing  I n s t r u c t i o n s  a r e  d i s c u s s e d  
and p r o c e d u r e s  f o r  d e t e r m i n i n g  th e  r e l i a b i l i t y  of the c o d in g  p ro c e s s  nee 
d e s c r i b e d  ■
Coding I n s t r u c t i o n s
To I n s u r e  t h e  s y s t e m a t i c  and o b j e c t i v e  a n a l y s i s  and co d in g  of  a l l  
documents  i n c l u d e d  i n  t h e  s t u d y ,  a s e t  of  cod ing  I n s t r u c t i o n s  was d e v e l ­
o p e d ,  t e s t e d ,  and m o d i f i e d  a c c o r d in g  t o  p r o c e d u r e s  su g g es ted  by H o l s t i  
(1969)  and  S tock*  O kunt H a r in g ,  M i l l e r ,  K in n ey ,  and C e u rv o r s t  (1 9 6 2 ) .
The c o m p l e t e  s e t  o f  I n s t r u c t i o n s  i s  shown I n  Appendix A* Major s t e p s
d e s c r i b e d  i n  t h e  i n s t r u c t i o n s  a r e  o u t l i n e d  below.
S to p  1: Read th e  e n t i r e  document .
S t e p  2 :  R e c o rd  background I n f o r m a t i o n  on the  d o c u m e n t  I n  the  ap­
p r o p r i a t e  s p a c e s  on t h e  form provided*
S te p  3: A n a ly z e  th e  document t o  I d e n t i f y  v a r i a b l e s  on which l i n e
and s t a f f  managers a r e  r e p o r t e d  to  d i f f e r .  Record  i n f o r ­
m a t i o n  f o r  a  v a r i a b l e  ( c o n t e n t  u n i t )  on the  form provided
by e n t e r i n g  th e  a p p r o p r i a t e  code symbol in  t h e  V a r i a b l e s  
Column row a d j a c e n t  t o  the v a r i a b l e .  Code symbols ;  "+"
f o r  com pared ,  r e p o r t e d  to  d i f f e r ;  fo r  compared ,  r e ­
p o r t e d  n o t  t o  d i f f e r ;  and Hflt" f o r  not compared*
S t e p  4 :  A na lyze  th e  document t o  i d e n t i f y  the  d i r e c t i o n  o f  d i f f e r ­
e n c e  ( c o n t e n t  u n i t )  r e p o r t e d  f o r  each l l n e - s t a f f  d i s t i n g -
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w is h in g  v a r i a b l e .  Record i n f o r m a t i o n  f o r  a  v a r i a b l e  on 
t h e  f o r n  p r o v id e d  by e n t e r i n g  t h e  a p p r o p r i a t e  code symbols  
i n  t h e  D i f f e r e n c e  Column row a d j a c e n t  t o  t h e  v a r i a b l e *
Code symbols :  *+" f o r  "more"  o r  " p o s i t i v e " ; and f o r
" l e a s "  o r  " n e g a t i v e * "  C o n t e n t  u n i t s  a r e  coded  by e n t e r i n g  
a  p a i r e d  co m b in a t io n  o f  symbols^  where t h e  f i r s t  symbol 
r e f e r s  t o  l i n e  and th e  second  t o  s t a f f .
S te p  5: An a l y r e  t h e  document to  i d e n t i f y  th e  d i r e c t i o n  o f  im p a c t  
( c o n t e n t  u n i t )  o f  a d i f f e r e n c e  on a v a r i a b l e  r e p o r t e d  f o r  
e a c h  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e .  Record In fo rm a­
t i o n  f o r  a v a r i a b l e  on th e  form p rov ided  by e n t e r i n g  t h e  
a p p r o p r i a t e  code symbols I n  t h e  I n p a c t  Column row a d j a c e n t  
t o  the  v a r i a b l e .  Code s y m b o l s :  "4-" f o r  a d v a n t a g e d ;
f o r  d i s a d v a n t a g e d ;  "0" f o r  n o t  ad v an tag ed  o r  d i s a d v a n t a g e d  
o r  not  a d d r e s s e d ;  and "X" f o r  a d v a n ta g e d  and  d i s a d v a n t a g e d *  
C o n te n t  u n i t s  a r e  coded by e n t e r i n g  a p a i r e d  c o m b in a t i o n  
o f  sym bols ,  where the  F i r s t  symbol r e f e r s  t o  l i n e  and 
t h e  second t o  s t a f f .
S t e p  6 :  Analyze t h e  document t o  i d e n t i f y  th o s e  v a r i a b l e s  f o r  which
d i f f e r e n c e  on th e  v a r i a b l e  h a s  b e e n  r e p o r t e d  to  be a s s o ­
c i a t e d  w i t h  b e h a v i o r  ( c o n t e n t  u n i t ) .  Record  i n f o r m a t i o n  
f o r  a  v a r i a b l e  on th e  form p r o v i d e d  by e n t e r i n g  t h e  v a r i ­
a b l e ' s  code number ( 1 - 4 0 )  I n t o  a code box u n d e r  t h e  m a jo r  
t y p e  o f  b e h a v i o r  w i th  which  t h e  d i f f e r e n c e  on th e  v a r i a b l e  
i s  a s s o c i a t e d .  I f  d i f f e r e n c e  an a  v a r i a b l e  I s  l i n k e d  to  
more th a n  one of  th e  s i x  m a j o r  t y p e s  o f  b e h a v i o r ,  e n t e r
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t h e  v a r i a b l e ' a  code number i n t o  a s  many code boxes a s  r e ­
q u i r e d !  L i s t  any r e l e v a n t  b e h a v i o r  d e s c r i b e d  In  t h e  doc­
ument in  t h e  s p a c e s  a d j a c e n t  t o  t h e  major  t y p e  of  behav­
i o r  t o  which I t  l e  moat c l o s e l y  r e l a t e d *
Appendix A, Coding I n s t r u c t i o n s ,  p r o v i d e s  d e t a i l e d  e x p l a n a t i o n s  
and examples  of  t h e  p r o c e d u r e s  h i g h l i g h t e d  in  S tep s  1 -6 .  The Coding 
I n s t r u c t i o n s  a l s o  s p e c i f y  p r o c e d u r e s  t o  be used t o  code s p e c i a l  c a s e s
a s  w e l l  a s  g u i d e l i n e s  fo r  cod ing  c o n t e n t  u n i t s  when th e  t e x t  of a docu­
ment i s  n o t  e n t i r e l y  c l e a r .
P r o c e d u r e s  In v o lv e d  i n  t h e  deve lopment  of  c a t e g o r i e s ,  c o n t e n t  
u n i t s ,  cod ing  s y m b o ls ,  c o d in g  fo rm s ,  and cod ing  i n s t r u c t i o n s  have been 
p r e s e n t e d  h e r e  a s  w e l l - d e f i n e d  d i s c r e t e  u n d e r t a k i n g s .  In r e a l i t y ,  d e ­
ve lopment of  t h e  v a r i o u s  components of  t h e  cod ing  sys tem was more o r  
l e s s  s i m u l t a n e o u s ,  w i t h  a d j u s t m e n t  t o  one a r e a  r e q u i r i n g  m o d i f i c a t i o n s  
in  o t h e r s .  S e v e r a l  v e r s i o n s  of  t h e  c o d in g  sys tem were d e s i g n e d ,  t e s t e d ,  
and m od i f ied  b e f o r e  a f i n a l  s y s tem  was a c c e p t e d  ( S t o c k ,  e t  a l .  1982) .  
P a r t  of the  deve lopm en t  of  t h e  sys tem in v o lv e d  exam in ing  the  r e l i a b i l i t y  
o f  t h e  cod ing  p r o c e d u r e s .  I n  t h e  f o l l o w i n g  s e c t i o n  th e  method f o r  t e s t ­
i n g  t h e  r e l i a b i l i t y  o f  t h e  p r o c e d u r e s  i s  d e s c r i b e d  and t h e  r e s u l t s  a r e  
r e p o r t e d ,
Sam pl ing .  V a l i d i t y  and R e l i a b i l i t y
In  c o n t e n t  a n a l y s i s  r e s e a r c h ,  t h e  a n a l y s t  I s  conce rned  with  t h e  
s e l e c t i o n ,  o r  s a m p l in g  of  documents t o  be i n c lu d e d  i n  t h e  a n a l y s i s ;  the 
v a l i d i t y  of  t h e  c o d in g  I n s t r u m e n t ;  and th e  r e l i a b i l i t y  o f  the  c a t e g o r i e s  
and coding  p r o c e d u r e s  ( H o l a t l ,  1969),  S e l e c t i o n  of  documents has been
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d i s c u s s e d  p r e v i o u s l y ,  and a s  I n d i c a t e d ,  no f o r e a l  sam p l ing  t e c h n i q u e  
was used* Because  t h e  p o p u l a t i o n  o f  document a comparing  l i n e  and  s t a f f  
managers on v a r i a b l e s  of  i n t e r e s t :  was found  to  be r e l a t i v e l y  s m a l l , a l l  
documents m e e t in g  t h e  s e l e c t i o n  c r i t e r i o n  t h a t  c o u l d  be i d e n t i f i e d  and 
o b ta in e d  were  I n c l u d e d  in  t h e  a n a l y s i s .  G e n e r a l i z a t i o n s  o f  t h e  r e s u l t s  
o f  the  study  were q u a l i f i e d  t o  a c c o u n t  f o r  t h i s  c o n d i t i o n .  V a l i d i t y  
o f  t h e  coding  I n s t r u m e n t  and r e l i a b i l i t y  o f  t h e  c a t e g o r i e s  and cod ing  
procedures  a r e  d i s c u s s e d  be low .
Ins t rum en t  V a l i d i t y . A cco rd ing  to  H o l a t l ,  " v a l i d i t y  La u s u a l l y  
d e f i n e d  as t h e  e x t e n t  t o  which  an I n s t r u m e n t  l a  m e a su r in g  what  I t  I s  
In tended  to  m e a s u re "  (1969,  p .  142)> i n  t h e  p r e s e n t  s t u d y  c o n t e n t ,  or 
f a c e ,  v a l i d i t y  of  t h e  coding I n s t r u m e n t  wan e s t a b l i s h e d  by  b a a i n g  th e  
development o f  c a t e g o r i e s  and c o n t e n t  u n i t s  and t h e i r  i n t e r r e l a t i o n ­
s h i p s  on th e  l i n e - s t a f f  l i t e r a t u r e  and t h e  t h e o r e t i c a l  r a t i o n a l e .  The 
r e s u l t s  o b t a i n e d  t h r o u g h  th e  I n s t r u m e n t  were  used  d i r e c t l y  a s  measures 
of  t h e  c o n t e n t  o f  documents r e g a r d i n g  c o m p a r i s o n s  of Line a n d  s t a f f  
managers on v a r i o u s  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s *  
H o l s t l  p o in t s  ou t  t h a t  when t h e  o b j e c t i v e s  of  t h e  c o n t e n t  a n a l y s i s  I t ­
s e l f  are p r i n c i p a l l y  d e s c r i p t i v e ,  a s  I n  t h e  p r e s e n t  c a a e ,  e s t a b l i s h i n g  
c o n t e n t  v a l i d i t y  o f  t h e  I n s t r u m e n t  th ro u g h  I n f o r m a t i o n  a c q u i r e d  from 
th e  r e l a t e d  l i t e r a t u r e  and t h e  " in fo rm ed  Judgement  of t h e  I n v e s t i g a t o r "  
i s  s tandard  p r o c e d u r e  (1969 ,  p ,  141) .
Category R e l i a b i l i t y . A ccord ing  t o  H o l s t l ,  " i f  r e s e a r c h  I s  to  
s a t i s f y  the  r e q u i r e m e n t  of  o b j e c t i v i t y ,  m e a s u r e s  and p r o c e d u r e s  must 
be r e l i a b l e ;  i . e . ,  r e p e a t e d  m e a s u re s  w i t h  t h e  same I n s t r u m e n t  on a
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g i v e n  sample of  d a t a  s h o u ld  y i e l d  s i m i l a r  r e s u l t s "  (1966,  p ,  135)* 
R e l i a b i l i t y  I s  a  f u n c t i o n  o f  t h e  coders*  s k i l l s ,  c l a r i t y  o f  c a t e g o r i e s  
and cod ing  i n s t r u c t i o n s ,  and t h e  degree  of  c l a r i t y — or a m b i g u i t y — in  
t h e  l i t e r a t u r e *  I n d i v i d u a l  r e l i a b i l i t y  r e f e t s  t o  t h e  e x t e n t  o f  a g r e e ­
ment between c o d e r s ,  w h i l e  c a t e g o r y  r e l i a b i l i t y  r e f e r s  to  t h e  degree  
t o  which c a t e g o r i e s  and c o d in g  p r o c e d u re s  a r e  s p e c i f i e d  such  t h a t  c o d e r s  
can  a t t a i n  an a c c e p t a b l e  l e v e l  of agreement r e g a r d i n g  how c o n t e n t  u n i t s  
a r e  a s s i g n e d  t o  c a t e g o r i e s *  In t h i s  s t u d y ,  t h e  number of docum ents  s e ­
l e c t e d  f o r  i n c l u s i o n  i n  t h e  a n a l y s i s  was s m a l l  enough fo r  t h e  i n v e s t i ­
g a t o r  t o  pe r fo rm  a l l  c o d i n g .  C o n s eq u en t ly  r e l i a b i l i t y  be tween c o d e r s  
p e r  flfl was no t  an i s s u e ,  b u t  i t  was im p o r t a n t  t o  a s s e s s  t h e  r e l i a b i l i t y  
of  t h e  coding  s y s t e m .  S in c e  p r o c e d u r e s  f o r  t e s t i n g  c a t e g o r y  r e l i a b i l i t y  
a t e  e s s e n t i a l l y  t h e  same a s  t h o s e  used  f o r  t e s t i n g  i n t e r - c o d e r  r e l i a b i l ­
i t y ,  I t  was n e c e s s a r y  to  i n v o l v e  s e v e r a l  c o d e r s  i n  t h e  t e a t  o f  c a t e g o r y  
r e l i a b i l i t y .
F o l lo w in g  th e  s u g g e s t i o n s  o f  H o l e t l  (1969 )  and Stock* e t  a l .  ( 1 9 8 2 ) ,  
t r a i n i n g  s e s s i o n s  were h e l d  p r i o r  t o  p e r fo rm in g  th e  f i n a l  t e s t i n g  of 
c a t e g o r y  r e l i a b i l i t y .  The s e s s i o n s  in v o lv e d  two c o d e r s  and th e  i n v e s t ­
i g a t o r .  At t h e  f i r s t  s e s s i o n ,  t h e  new c o d e r s  ware t r a i n e d  by th e  i n ­
v e s t i g a t o r  u s i n g  sample docum en ts ,  coding  forms* and the w r i t t e n  cod ing  
i n s t r u c t i o n s *  The i n v e s t i g a t o r  gave an o r a l  e x p l a n a t i o n  of t h e  p r o c e s s  
and answered  any q u e s t i o n s  r a i s e d  by th e  c o d e r s .  During t h e  s e s s i o n ,  
s e l e c t e d  documents  were coded  i n d e p e n d e n t l y  by e a c h  of the  p a r t i c i p a n t s  
and th e n  cod ing  d e c i s i o n s  were  d i s c u s s e d *  D i s c u s s i o n  r e v e a l e d  t h a t  i n  
a d d i t i o n  t o  some d i f f e r e n c e s  i n  coding d e c i s i o n  r e s u l t i n g  from l a c k  of 
s p e c i f i t y  i n  t h e  I n s t r u c t i o n s ,  a m b ig u i ty  i n  t h e  documents t h e m s e lv e s
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c o n t r i b u t e d  t o  Lack of  a g re e m e n t .  F o l lo w in g  t h e  f i r s t  s e s s i o n ,  th e  
cod ing  I n s t r u c t i o n s  were r e v i s e d  to  c l a r i f y  d i r e c t i o n s  found u n c l e a r  
o r  I n s u f f i c i e n t  during th e  s e s s i o n .  Hone of t h e  major  c a t e g o r i e s  were 
c h an g e d ,  bu t  sm al l  a d j u s t m e n t s  t o  cod ing  symbols were made f o r  th e  
Impact  c a t e g o r y .  During t h e  n e x t  t r a i n i n g  s e s s i o n  th e  p ro c e d u re s  were 
r e v i e w e d ,  and changes made a s  a  r e s u l t  o f  t h e  f i r s t  s e s s i o n  were i n t r o ­
duced  and e x p l a in e d ,  TWO documents were  coded end d i s c u s s e d .  D i s a g re e ­
ment be tween  coders  was a t t r i b u t e d  m a in ly  to  a m b i g u i t y  i n  th e  a r t i c l e s ;  
agreement  between and anung t h e  coders  was c o n s i d e r a b l y  b e t t e r  th a n  t h a t  
r e s u l t i n g  from th e  f i r s t  t r a i n i n g  s e s s i o n .  The i n v e s t i g a t o r  d e c i d e d  to  
p roceed  w i th  t h e  formal c a t e g o r y  r e l i a b i l i t y  t e s t i n g  u s i n g  the r e v i s e d  
coding  forms and i n s t r u c t i o n s .
F ou r  a r t i c l e s  were randomly  s e l e c t e d  from t h e  document s e t  rem ain ­
ing a f t e r  th o s e  used in  t r a i n i n g  had been removed .  A l l  f o u r  a r t i c l e s  
were coded  In depende n t ly  by t h e  t h r e e  c o d e r s .  Using a fo rmula  su g g e s te d  
by H o l o t l  ( 1 9 6 9 ) ,  a c o e f f i c i e n t  of  r e l i a b i l i t y  ( C . R . )  f o r  p a i r e d  c o d e r s  
was computed f o r  each c a t e g o r y ,  and th e  r e s u l t s  f o r  each  c a t e g o r y  were 
a v e ra g e d  s e r o s a  coders and a c r o s s  docum ents .  The fo rm ula  was:
C.R. -  2H
Hi + N2
where M I s  t h e  number of cod ing  d e c i s i o n s  on which two c o d e r s  a r e  In 
a g re e m e n t ,  and Nj and r e f e r  to  the number o f  cod ing  d e c i s i o n s  made 
by each  c o d e r .  The r e s u l t s  o f  t h e  c o m p u ta t i o n s  a r e  shown In  Tab le  3 , 6 ,
The ave raged  c o e f f i c i e n t s  of  r e l i a b i l i t y  f o r  a l l  c o d e r s ,  c a t e g o r ­
i e s ,  and a r t i c l e s  were a c c e p t a b l y  h ig h ;  f o r  t h e  V a r i a b l e s  C a tego ry ,
C.R, -  .868 ;  f o r  the D i f f e r e n c e  C a teg o ry ,  C.R.  -  .815;  f o r  th e  Impact  
C a t e g o r y ,  C.R,  -  .865; and f o r  th e  Behav ior  C a t e g o r y ,  C.R,  ■ ,898 ,
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Table 3*6 Averaged C o e f f i c i e n t s  of R e l i a b i l i t y  (C .R , )  f o r  A l l  
Coders ,  Documents, and C a t e g o r i e s
CATEGORY
AV C.R, EACH DOCUMENT/ 
ALL CODERS
AV. C .R .  ALL
DOCUMENTS/ 
ALL CODERS1 2 3 4
variables .749 .833 .972 .916 ,868
DIFFERENCE .022 .827 .610 1,000 .815
IMPACT 1.000 .904 .555 1,000 .865
BEHAVIOR 1,000 .035 ,884 ,072 .898
Although the  fo rmula  f o r  computing th e  c o e f f i c i e n t  of r e l i a b i l i t y  
a p p l i e d  h e r e  l a  commonly used i n  c o n t e n t  a n a l y s i s  a s  well  aa In o t h e r  
r e s e a r c h  methods ,  H o l a t l  p o i n t s  o u t  t h a t  I t  has  been c r i t i c i z e d  beca use  
I t  does n o t  accoun t  f o r  t h e  e x t e n t  o f  coder  and c a t e g o r y  r e l i a b i l i t y  
which may be due t o  chance* To o b t a i n  a  more c o n s e r v a t i v e  e s t i m a t e  o f  
the  r e l i a b i l i t y  of  t h e  coding  p r o c e s s ,  a p ro c e d u re  deve loped  by S c o t t  
(1936) was u s e d ,  S c o t t ' s  fo rm u la ,  known aa S c o t t ' s  c o r r e c t s  f o r  th e
number of  s u b c a t e g o r i e s  (cod ing  r e s p o n s e s  a s  r e p r e s e n t e d  by code sym­
b o l s )  w i t h i n  a c a t e g o r y  and f o r  t h e  p robab le  f r e q u e n c y  w i th  which eac h
la  used .  In s h o r t ,  S c o t t * s  pi  a l l o w s  the  c o e f f i c i e n t  of  r e l i a b i l i t y
2M
o b ta in e d  th rough  the  fo rmula  C.R* ■ y + c o r r e c t e d  t o  a c c o u n t
fo r  the  agreement between co d e r s  which would occur  by chance ,  i . e . ,  i f  
coders  a s s ig n e d  c o n t e n t  u n i t s  to  c a t e g o r i e s  randomly .
The formula f o r  computing S c o t t ' s  £ l  i s
_ % obse rved  agreement -  X e x p e c te d  ag reem en t
"  1 -  % ex p ec ted  ag reem en t  ’
I l l
w here  X o b s e r v e d  a g r e e D e n t  l a  t h e  v a l u e  o b t a i n e d  u s i n g  t h e  fo rm ula  C.R.
2M
-  jj + f o r  a  c a t e g o r y ;  and th e  X e x p e c t e d  a g re e m e n t  t a  de te rm in e d  by 
Summing t h e  s q u a r e s  o f  t h e  p r o p o r t i o n s  w i t h  which  cod ing  r e s p o n s e s  a r e  
u s e d  w i t h i n  a c a t e g o r y .  The r e s u l t s  o f  com put ing  S c o t t ' s  j r t  f o r  c a t e ­
g o r i e s  u s e d  I n  t h i s  s t u d y  a r e  shown In  T a b l e  3 . 7 .  As was e x p e c t e d ,  the 
r e s u l t s  o f  S c o t t  S i  i n d i c a t e d  lo w er  c a t e g o r y  r e l i a b i l i t i e s  t h a n  were 
o b t a i n e d  u s i n g  o n l y  t h e  fo rm u la  f o r  d e t e r m i n i n g  t h e  c o e f f i c i e n t  o f  r e ­
l i a b i l i t y :  f o r  t h e  V a r i a b l e s  C a t e g o r y ,  2 l  “  -679 ;  f “ t  t h e  D i f f e r e n c e  
C a t e g o r y ,  ^  -  . 7 0 0 ;  f o r  t h e  Impac t  C a t e g o r y ,  2I  m *782; and fo r  the  
B e h a v i o r  C a t e g o r y *  j)t^ ■ . 8 3 1 .  C o n s i d e r i n g  th e  known a m b ig u i t y  of  the  
L i t e r a t u r e  and  th e  n e c e s s i t y  t o  h ave  m u l t i p l e  o p t i o n s  f o r  coding  r e ­
s p o n s e s  In soma c a t e g o r i e s ,  t h e  more c o n s e r v a t i v e  e s t i m a t e s  of  c a t e g o r y  
r e l i a b l l t y  r e f l e c t e d  by t h e  c o m p u t a t i o n  o f  S c o t t ' s  £i_ were  f e l t  t o  
r e p r e s e n t  a  r e a s o n a b l e  o v e r a l l  a s s e s s m e n t  o f  r e l i a b i l i t y  among c o d e r s  
a s  w e l l  a s  r e l i a b i l i t y  o f  t h e  c o d i n g  p r o c e d u r e s  t h e m s e l v e s .
T a b l e  3 . 7  C o e f f i c i e n t s  o f  R e l i a b i l i t y  ( C . R . )  f o r  A l l  Coders ,  
Documents* and  C a t e g o r i e s  A d j u s t e d  f o r  S c q t t ' a  E l
CATEGORY AV. C.R.  ALL DOCUMENTS/ 
ALL CODERS
SCOTT’ S _gl
VARIABLES .666 .679
DIFFERENCE .813 .700
IHPACT .863 .762
BEHAVIOR .898 .831
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In t h i s  a e c t i o n  p r o c e d u r e !  r e L e v a n t  to  d e v e l o p i n g  and t e s t i n g  t h e  
cod ing  i n s t r u m e n t  used  i n  th e  s tudy  have been d e s c r i b e d *  The d e v e l o p ­
ment of c a t e g o r i e s  and  c o n t e n t  u n i t s  and th e  a s s i g n m e n t  o f  c o d in g  symbols 
have b een  d i s c u s s e d .  The s t r u c t u r e  o f  coding  forms h a s  been d e s c r i b e d  
and example forms p r e s e n t e d .  A b r i e f  o u t l i n e  of t h e  cod ing  l n a t r a c t  lone  
was p r o v i d e d  in  t h e  t e x t  and the r e a d e r  d i r e c t e d  t o  Appendix A, w h ich  
i n c l u d e s  a  com ple te  v e r s i o n  of  t h e  c o d in g  I n s t r u c t i o n s  which were  used  
in  t h e  s t u d y .  F i n a l l y ,  t h e  v a l i d i t y  and r e l i a b i l i t y  o f  the i n s t r u m e n t  
were d i s c u s s e d ,  i n c l u d i n g  a d e t a i l e d  d e s c r i p t i o n  o f  t h e  method u s e d  to  
o b t a i n  an e s t i m a t e  o f  t h e  r e l i a b i l i t y  of  the cod ing  p ro c e d u re s *  In  t h e  
next  s e c t i o n  s p e c i f i c  r e s e a r c h  h y p o t h e s e s  r e l a t e d  t o  G e n e ra l  H y p o th e s e s  
I - IV  a r e  p r e s e n t e d .
S p e c i f i c  Hypo theses  
As m e n t io n e d  p r e v i o u s l y  four  G e n e r a l  H ypo theses  were t e s t e d  i n  t h i s  
s t u d y .  G e n e r a l  H y p o th e s e s  I  and 11 p e r t a i n e d  to  t h e  g e n e r a l  management 
L i t e r a t u r e ,  w h i l e  G e n e r a l  Hypotheses  111 and IV p e r t a i n e d  to  t h e  h i g h e r  
e d u c a t i o n  L i t e r a t u r e .  G e n e r a l  H ypo theses  1 and 111 were th e  same a s  
General  H y p o th e s e s  I I  and  IV, with t h e  e x c e p t io n  t h a t  t h e  L i t e r a t u r e  
about  which  t h e  h y p o t h e s e s  were made d i f f e r e d .  T h i s  s e p a r a t i o n  b y  l i t ­
e r a t u r e  t y p e  was i n t r o d u c e d  to  p e rm i t  com par ison  o f  r e s u l t s  by s o u r c e  
aa  g e n e r a l  management o r  h i g h e r  e d u c a t i o n ,
S e v e r a l  s p e c i f i c  r e s e a r c h  h y p o t h e s e s  were a s s o c i a t e d  w i th  G e n e r a l  
H ypotheses  I —IV. In t h e  c a s e  of  G e n e r a l  Hypotheses  I and I I I ,  s p e c i f i c  
h y p o th e s e s  were  based  on t h e  l i s t  o f  v a r i a b l e s  on w h ich  Line and  s t a f f  
have been compared i n  t h e  l i t e r a t u r e .  S p e c i f i c  h y p o t h e s e s  a s s o c i a t e d
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With  Genera l  H ypo theses  11 and IV were based on t h e  r e s u l t s  o f  t e s t i n g  
G e n e ra l  H ypo theses  I and  I I I .  S p e c i f i c  h y p o th e s e s  f o r  e a c h  G enera l  
H y p o th e s i s  a r e  p r e s e n t e d  below*
S p e c i f i c  H ypo theses  f o r  G e n e r a l  H y p o t h e s i s  t
For G ene ra l  H y p o th e s i s  1* i t  was h y p o t h e s i z e d  t h a t  t h e  g e n e r a l  man­
agement l i t e r a t u r e  i n d i c a t e s  t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  shapes  some 
p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and 
p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  m a nage rs .  For 
s p e c i f i c  h y p o t h e s e s  a s s o c i a t e d  w i t h  G ene ra l  H y p o th e s i s  1 ,  i t  was hypo th ­
e s i z e d  t h a t  t h e  g e n e r a l  management L i t e r a t u r e  i n d i c a t e s  t h a t  l i n e  and 
s t a f f  managers  d i f f e r  on t h e  f o l l o w i n g  p o s i t i o n ,  p e r s o n a l ,  and psycho­
l o g i c a l  v a r i a b l e s *
P o s i t i o n V a r i a b l e s
HYP. 1.1 A>ut h o r l t y
HYP. 1*2 S t a t u s
HYP* 1*3 Acceptance
HYP. 1*4 Job S e c u r i t y
HYP* 1*5 Autonomy
HYP. 1*6 R e s p o n s i b i l i t y
HYP, 1.7 O p p o r t u n i t y  f o r  Advancement W i th in  t h e  O r g a n i z a t i o n
HYP. I . S O p p o r t u n i t y  f o r  Advancement Across  O r g a n i z a t i o n s
HYP. 1 .9 C a re e r  P a th
HYP. £• 10 O p p o r tu n i t y  f o r  P r o f e s s i o n a l  Development
HYP. l . l i O p p o r tu n i t y  f o r  Communica tions
HYP* 1 . 12 D e f i n i t i o n  o f  R o le /T a e k
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P e r s o n a l  V a r i a b l e s
HYP. 1.L3 E d u c a t io n
HYP. 1,14 Gender
HYP, 1,15 Race
HYP, 1,16 Age
HYP. 1.17 M a r i t a l  S ta tu s
HYP. I . l f l P e r s o n a l  Appearance
HYP. 1.19 S o c i a l  A c t i v i t i e s
P s y c h o l o g i c a l  V a r i a b l e s
HYP. 1,20 J o b  S a t i s f a c t i o n
HYP. 1.21 P e r c e p t i o n  of Power
HYP. 1.22 P e r c e p t i o n  of Needs S a t i s f a c t i o n
HYP. 1,23 P e r c e p t i o n  of Im p o r tan ce  of Heeds
HYP, 1 .24 P e r c e p t i o n  of Im por tance  of i n n e r  D i r e c t e d  B e h a v i o r
HYP. 1.25 P e r c e p t i o n  of Im por tance  of Other  D i r e c t e d  B e h a v i o r
HYP. 1.26 P e r c e p t i o n  of Own U n i t
HYP. 1,27 P e r c e p t i o n  of C u r r e n t  Role
HYP. 1.29 p e r c e p t i o n  of P r e f e r r e d  Role
HYP. 1.29 D i s p o s i t i o n  Toward Change
HYP, 1,30 p e r c e p t i o n  of Im p o r tan ce  of Work C o n d i t i o n s
HYP, 1.31 P e r c e p t i o n  of  C o n d i t i o n s  of Work
HYP. 1.32 P e r c e p t i o n  of Im p o r tan ce  o f Pay
HYP, 1.33 S a t i s f a c t i o n  with Pay
HYP. 1.34 p e r c e p t i o n  of Im por tance  of E f f o r t  E x p e n d i t u r e
HYP. 1.35 P e r c e p t  ton of Job Change l a R e l a t i o n  to  Age I n c r e a s e
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HYP. 1 .3 6  P e r c e p t i o n  of  O r g a n i z a t i o n a l  C h a r a c t e r i s t i c s
HYP. 1 .37  P e r c e p t i o n  Of Bases  of  S t a f f  Power
HYP. 1.18 Perception of Amount of s t a f f  Power
HYP. 1,39 P e r c e p t i o n  of  S t a t u s  of  S t a f f
HYP, 1 .40  P e r c e p t i o n  of  A l l o c a t i o n  of  R esou rces
S p e c i f i c  H ypo theses  f o r  Genera l  H y p o th e s i s  I I
For G ene ra l  H y p o th e s i s  I I * I t  was h y p o t h e s i z e d  t h a t  t h e  g e n e r a l  
management l i t e r a t u r e  i n d i c a t e s  t h a t  d i f f e r e n c e s  between l i n e  and s t a f f  
managers  on t h o s e  p o s i t i o n ,  p e r s o n a l ,  and  p s y c h o l o g i c a l  v a r i a b l e s  id e n ­
t i f i e d  aa l i n e —s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  can  r e s u l t  In manager be-* 
h a v l o r s  which a r e  o rgan  1 s a t l o n a l l y  r e l e v a n t .  F o r  s p e c i f i c  hy p o th e se s  
a s s o c i a t e d  w i t h  G ene ra l  H y p o th e s i s  I I .  i t  was h y p o t h e s i z e d  t h a t  the  gen ­
e r a l  management L i t e r a t u r e  i n d i c a t e s  t h a t  o r g a n i s a t i o n a l l y  r e l e v a n t  be­
h a v i o r s  can  r e s u l t  from d i f f e r e n c e s  on t h e  f o l l o w i n g  p o s i t i o n ,  p e r s o n a l ,  
and p s y c h o l o g i c a l  v a r i a b l e s :
P o s i t i o n  V a r i a b l e s
HYP. 11.1 -  I I , N  ( V a r i a b l e s  a s  d e t e r m i n e d  from th e  r e s u l t s  of
t e s t i n g  G e n e ra l  H y p o th e s i s  I . )
P e r s o n a l  V a r i a b l e s
HYP, 1 1 . I -  I I , N  ( V a r i a b l e s  as  d e t e r m i n e d  from th e  r e s u l t s  of
t e s t i n g  G e n e ra l  H y p o th e s i s  I , }
P s y c h o l o g i c a l  V a r i a b l e s
HYP, I I , L  -  I I , N  ( V a r i a b l e s  as  d e t e r m i n e d  from th e  r e s u l t s  of
t e s t i n g  G ene ra l  H y p o th e s i s  I . )
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S p e c i f i c  H y p o th e s e s  f o r  G e n e r a l  H ypothes is  111
For G e n e r a l  H y p o th e s i s  I I I *  I t  wee h y p o th e s i se d  t h a t  th e  h ig h e r  e d ­
u c a t i o n  l i t e r a t u r e  I n d i c a t e s  t h a t  t h e  l i n e - s t a f f  s t r u c t u r e  shapes  some 
p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and 
p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  fo r  academic l i n e  and s t a f f  managers* 
F o r  s p e c i f i c  h y p o t h e s e s  a s s o c i a t e d  w i th  G enera l  H y p o th e s i s  I I I ,  I t  was 
h y p o t h e s i z e d  t h a t  t h e  h ighe r  e d u c a t i o n  l i t e r a t u r e  i n d i c a t e s  t h a t  aca­
dem ic  l i n e  and s t a f f  managers  d i f f e r  on t h e  same f o r t y  p o s i t i o n ,  p e r ­
s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  aa  l i s t e d  p r e v i o u s l y  For Genera l  Hy­
p o t h e s i s  I*
S p e c i f i c  H y p o th e s e s  f o r  G e n e r a l  H ypothes is  IV
For  G e n e r a l  H y p o th e s i s  IV , i t  was hypo thes ized  t h a t  the h i g h e r  e d ­
u c a t i o n  l i t e r a t u r e  I n d i c a t e s  t h a t  d i f f e r e n c e s  between academic l i n e  and 
s t a f f  manage r e  on t h o s e  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  
i d e n t i f i e d  a a  L l n e - e t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  can  r e s u l t  In manager 
b e h a v i o r s  w h ich  a r e  o r g a n i z a t i o n a l l y  r e l e v a n t .  For s p e c i f i c  h y p o th e s e s  
a s s o c i a t e d  w i t h  G e n e r a l  H y p o th e s i s  IV, i t  was h y p o th e s i z e d  t h a t  th e  
h i g h e r  e d u c a t io n ,  l i t e r a t u r e  I n d i c a t e s  t h a t  o r g a n i z a t i o n a l l y  r e l e v a n t  
b e h a v i o r s  c a n  r e s u l t  from d i f f e r e n c e s  on th a  fo l lo w in g  p o s i t i o n ,  p e r ­
s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s :
P o s i t  i o n  V a r i a b l e a
HYP* t V . l  -  IV.N ( V a r i a b l e s  as de termined  from t h e  r e s u l t s  o f
t e s t i n g  G enera l  Hypothes is  I I I . )
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P ersonal V a r ia b le s
HYP. IV . l  -■ IV.N ( V a r i a b l e *  as  d e t e rm in e d  from th e  r e s u l t s  o f
t e s t i n g  G ene ra l  H y p o th e s i s  111 .)
Faychological Variables
HYF* IV.l  -  IV. N ( V a r i a b l e s  as  d e t e  m i n e d  front the  r e s u l t s  o f
t e s t i n g  G en e ra l  H y p o th es i s  111 . )
Analyses
Five a n a l y t i c a l  p rocedu res  were used in  t h i s  s t u d y .  The f i r s t  i n ­
vo lved  t e s t i n g  th e  f o u r  General  Hypotheses  and t h e i r  r e l a t e d  s p e c i f i c  
h y p o th e se s .  The second procedure  focused  on d e v e l o p i n g  a w e ig h t in g  
scheme and a p p ly ing  I t  to  the  c a n d i d a t e  v a r i a b l e s  t o  d e t e r m i n e  each  
v a r i a b l e s ' s  s t r e n g t h  as  a c o n t e n d e r  f o r  f u t u r e  r e s e a r c h  i n  h i g h e r  edu­
c a t io n *  Next,  t h e  d i r e c t i o n  of  d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s  be­
tween l in e  and s t a f f  managers was ana lysed*  The f o u r t h  p ro ced u re  i n -  
vo lved  de te rm in ing  th e  d i r e c t i o n  of  Impact on managers  s t e w i n g  from 
d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s *  F i n a l l y ,  d a t a  were a n a ly z e d  to  
i d e n t i f y  the ty p e s  of  beh av io r s  w i t h  which d i f f e r e n c e s  on c a n d i d a t e  
v a r i a b l e s  have been a s s o c i a t e d .  These f i v e  a n a l y t i c a l  p ro c e d u re s  a r e  
d e s c r ib e d  below.
Hypotheses
Four General  Hypotheses  and t h e i r  r e l a t e d  s p e c i f i c  h y p o th e s e s  were  
t e s t e d .  Procedures  a r e  d e s c r ib e d  below.
General  H ypo thes is  I . To t e s t  Genera l  H y p o t h e s i s  I  and i t s  r e l a t e d  
s p e c i f i c  hy p o th e ses ,  c o n t e n t  a n a l y s i s  of  e a c h  g e n e r a l  management do cu -
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ment was p e r fo rm e d .  S p e c i f i c a l l y ,  f o r  e a c h  document,  t h e  a n a l y s t  r ead  
and a n a l y s e d  the  m a t e r i a l ;  com ple ted  th e  background  I n f o r m a t io n  form; 
coded e a c h  c o n t e n t  u n i t  (code numbers 1-40)  in  t h e  V a r i a b l e s  C a teg o ry  
a c c o rd in g  t o  t h e  Coding I n s t r u c t i o n s  and  r e c o rd e d  the  coding  r e s p o n s e s  
on the  V a r i a b l e s  C a t e g o r y  cod ing  fo rm .  A f t e r  t h i s  p r o c e d u r e  was com­
p l e t e d  f o r  a l l  g e n e r a l  management documents  Inc luded  In t h e  c o n t e n t  
a n a l y s i s ,  cod ing  r e s p o n s e s  were c o u n t e d  to  d e t e r m i n e  which s p e c i f i c  
h y p o th e s e s  were s u p p o r t e d  by th e  l i t e r a t u r e .
A s p e c i f i c  h y p o t h e s i s  was s u p p o r t e d  i f  t h e  v a r i a b l e  was r e p o r t e d  
t o  be a l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  by a t  l e a s t  one document.  
G enera l  H y p o th e s i s  1 was f u l l y  s u p p o r t e d  o n ly  i f  a l l  s p e c i f i c  h ypo the se s  
f o r  which t h e r e  were d a t a  were s u p p o r t e d .  V a r i a b l e s  f o r  which t h e r e  
were no d a t a ,  I . e .  t h o s e  f o r  which no com par isons  between l i n e  and s t a f f  
were made i n  t h e  l i t e r a t u r e ,  were  n o t  I n c lu d e d  i n  c a l c u l a t i n g  th e  l e v e l  
of  o v e r a l l  s u p p o r t  f o r  t h e  G ene ra l  H y p o t h e s i s .  Genera l  H y p o th e s i s  I 
was p a r t i a l l y  s u p p o r te d  i f  some b u t  n o t  a l l  s p e c i f i c  h y p o th e s e s  f o r  
which t h e r e  were d a t a  were  s u p p o r t e d .  G ene ra l  H ypo thes is  I  was n o t  sup­
p o r t e d  i n  t h e  ca s e  where  none o f  t h e  s p e c i f i c  h y p o th e se s  f o r  which t h e r e  
were d a t a  were s u p p o r t e d .
To a i d  i n  i n t e r p r e t i n g  t h e  r e s u l t s  of  t e s t i n g  Genera l  H y p o th e s i s  1 
and t o  p r o v id e  I n f o r m a t i o n  f o r  u se  I n  s u b se q u e n t  a n a l y s e s ,  t h e  number 
of  t imes  a v a r i a b l e  was documented as  a l l n e - a t a f f  d i s t i n g u i s h i n g  v a r i ­
a b l e  was r e c o rd e d  and t h e  r e l a t i v e  f r e q u e n c y  w i th  which i t  was documented 
was d e t e r m i n e d .  The r e l a t i v e  f r e q u e n c y  f o r  a v a r i a b l e  was c a l c u l a t e d  
by d i v i d i n g  the  number of  documents  i n  which a v a r i a b l e  was r e p o r t e d  to 
d i s t i n g u i s h  between l i n e  and s t a f f  managers  by th e  number of  documents
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w hich  compared m anagers  on t h e  v a r i a b l e .  V a r i a b l e s  I d e n t i f i e d  a s  l i t i e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h r o u g h  t e s t i n g  G e n e r a l  H ypo thes i s  I  were  
u s e d  to  form s p e c i f i c  h y p o th e n e s  f o r  G e n e r a l  H y p o t h e s i s  11.
G e n e ra l  H y p o th e s i s  I I .  To t e s t  G e n e r a l  H y p o t h e s i s  11 and I t s  r e ­
l a t e d  s p e c i f i c  h y p o t h e s e s ,  f o r  e a c h  v a r i a b l e  i d e n t i f i e d  a s  a l l n e - s t a f f  
d i s t i n g u i s h i n g  v a r i a b l e  t h r o u g h  t e s t i n g  G e n e ra l  H y p o t h e s i s  1 ,  t h e  a n a ­
l y s t  r e a d  and a n a l y z e d  th e  s o u r c e  d o c u m e n t s  and  coded c o n t e n t  u n i t s  i n  
t h e  Behav ior  C a te g o ry  a c c o r d i n g  t o  t h e  Coding I n s t r u c t i o n s .  Coding r e ­
s p o n s e s  were r e c o r d e d  on th e  B e h a v i o r  C a t e g o r y  c o d i n g  fo rm .  A f t e r  t h i s  
p ro c e d u re  was com ple ted  f o r  a l l  g e n e r a l  management documents  i n c l u d e d  
i n  t h i s  phase o f  t h e  a n a l y s i s ,  c o d in g  r e s p o n s e s  were  c o u n ted  to  d e t e r ­
mine which s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d  by  t h e  l i t e r a t u r e .
A s p e c i f i c  h y p o t h e s i s  was s u p p o r t e d  i f  th e  l l n e - s t a f f  d i s t i n g u i s h ­
i n g  v a r i a b l e  was r e p o r t e d  i n  t h e  l i t e r a t u r e  to  be  a s s o c i a t e d  w i th  a t  
l e a s t  one o f  the t y p e s  o f  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  l i s t e d  a s  
c o n t e n t  u n i t s  in  t h e  B ehav io r  C a t e g o r y .  G e n e ra l  H y p o th e s i s  I f  was f u l l y  
s u p p o r t e d  o n l y  I f  a l l  s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d .  O the rw ise  
G en e ra l  H y p o th e s i s  11 was e i t h e r  p a r t i a l l y  s u p p o r t e d ,  when some but  n o t  
a l l  s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d ,  o r  n o t  s u p p o r t e d ,  when none of
th e  s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d *
To a i d  i n  i n t e r p r e t i n g  th e  r e s u l t s  of  t e s t i n g  G e n e ra l  H y p o th e s i s  
11 and to  p r o v i d e  i n f o r m a t i o n  f o r  u s e  i n  s u b s e q u e n t  a n a l y s e s ,  th e  number 
o f  t i m e s  a v a r i a b l e  was documented a s  a  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s ­
t i n g u i s h i n g  v a r i a b l e  was r e c o r d e d  and t h e  r e l a t i v e  f r e q u e n c y  w i th  which 
i t  was documented was d e t e r m i n e d . The r e l a t i v e  f r e q u e n c y  fo r  a v a r i a b l e
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was c a l c u l a t e d  by d i v i d i n g  the  number o f  documents In which a d i s t i n g ­
u i s h i n g  v a r i a b l e  was r e p o r t e d  t o  he a s s o c i a t e d  w i t h  one o r  no te  o r g a n i ­
z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  by the  number of docum en ts  which r e p o r t e d  
a d i f f e r e n c e  between managers on the  v a r i a b l e .  V a r i a b l e s  I d e n t i f i e d  a s  
b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h ro u g h  t e s t i n g  
G ene ra l  H y p o th e s i s  I I  were d e s i g n a t e d  c a n d i d a t e  v a r i a b l e s .
G ene ra l  H y p o th e s i s  111. General  H y p o th e s i s  I I I  and I t s  r e l a t e d  
s p e c i f i c  h y p o t h e s e s  were  t e s t e d  and r e s u l t s  were a n a l y z e d  u s in g  t h e  same 
p ro c e d u re s  a s  d e s c r i b e d  fo r  Genera l  H y p o th e s i s  1 .  G e n e ra l  H y p o th e s i s
I I I  and i t s  r e l a t e d  s p e c i f i c  h y p o th e s e s  wars i d e n t i c a l  to  G ene ra l  Hy­
p o t h e s i s  I e x ce p t  t h a t  they  p e r t a i n e d  to  the  h i g h e r  e d u c a t io n  l i t e r a t u r e  
r a t h e r  th a n  th e  g e n e r a l  management l i t e r a t u r e .  V a r i a b l e s  I d e n t i f i e d  as 
academic  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h r o u g h  t e s t i n g  G e n e ra l  
H y p o th e s i s  I I I  were used  t o  form s p e c i f i c  h y p o th e s e s  f o r  G e n e ra l  Hypoth­
e s i s  IV.
G e n e r a l  Hypothesis IV. Genera l  H y p o th e s i s  IV and I t s  r e l a t e d  spe­
c i f i c  h y p o t h e s e s  were t e s t e d  and r e s u l t s  were a n a l y z e d  u s i n g  the  sane 
p r o c e d u re s  as  d e s c r i b e d  f o r  Genera l  H y p o th e s i s  I I .  G ene ra l  H y p o th es i s
IV was I d e n t i c a l  to  G ene ra l  H ypo thes i s  11 excep t  t h a t  i t  p e r t a i n e d  to 
t h e  h i g h e r  e d u c a t i o n  r a t h e r  than  the  g e n e r a l  management l i t e r a t u r e  and 
I t s  s p e c i f i c  h y p o th e s e s  were based  on th e  r e s u l t s  of  t e s t i n g  G enera l  
H y p o th es i s  I I I  r a t h e r  t h a n  th e  r e s u l t s  o f  t e s t i n g  G e n e t a l  H y p o th e s i s  I .  
V a r i a b l e s  i d e n t i f i e d  a s  b e h a v i o r - l i n k e d  academic  l l n e - s t a f f  d i s t i n g u i s h ­
in g  v a r i a b l e s  t h ro u g h  t e s t i n g  Genera l  H y p o th e s i s  IV were d e s i g n a t e d  can ­
d i d a t e  v a r i a b l e s .
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Candidate V ariab les
Those v a r i a b l e s  I d e n t i f i e d  th ro u g h  th e  c o n t e n t  a n a l y s i s  of the  
h ig h e r  e d u c a t io n  l i t e r a t u r e  a s  b e h a v i o r - 1 l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  were I n t e g r a t e d  w i t h  th o s e  f rom the  g e n e r a l  management l i t e r ­
a t u r e  to  form a  l i s t  of  c a n d i d a t e  v a r i a b l e s .  V a r i a b l e s  on t h i s  H a t  
were cons ide re d  th o s e  which may d i f f e r e n t i a t e  between academic  Line and 
s t a f f  managers.  Moreover,  t h e  a n a l y s i s  of  t h e  L i t e r a t u r e  I n d i c a t e d  t h a t  
d i f f e r e n c e s  between l i n e  and s t a f f  managers  on t h e s e  v a r i a b l e s  may r e ­
s u l t  In b e h a v io r s  which a f f e c t  t h e  f u n c t i o n i n g  of  i n s t i t u t i o n s .  Candi­
da te  v a r i a b l e s ,  t h e n ,  were b e h a v i o r - L in k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  I d e n t i f i e d  th rough  t e s t i n g  G en e ra l  Hypotheses I I  and l v ,  which 
appea r  to be r e l e v a n t  to  d e v e l o p i n g  new h y p o th e se s  about  t h e  im pac t  o f  
the l i n e - s t a f f  s t r u c t u r e  on academic  managets  and t h e i r  i n s t i t u t i o n s .
To de te rm ine  t h e  s t r e n g t h  of  e a c h  v a r i a b l e  as a  ca n d id a te  f o r  f u t u r e  
r e s e a r c h  in  h i g h e r  e d u c a t i o n ,  a  w e ig h t in g  scheme was a p p l i e d  to  t h e  l i s t  
of  v a r i a b l e s .  The development and a p p l i c a t i o n  of  the  w e ig h t in g  scheme 
are  d i s c u s s e d  In t h e  fo l l o w i n g  s e c t i o n .
Candi d a t e  V a r i a b l e  S t r e n g t h
According t o  t i o l s t i  ( 1 9 6 9 ) ,  when u s in g  f r eq u en cy  co u n t s  to  t e s t  
hypotheses  th ro u g h  c o n t e n t  a n a l y s i s ,  I t  I s  o f t e n  advan tageous  to modi fy  
the  r e s u l t s  by w e igh t ing  fo r  q u a l i t a t i v e  d i f f e r e n c e s .  He a r g u e s  t h a t  
t h e  use of f r e q u e n c y  counts  I n c o r p o r a t e s  two r e l a t e d  a s s u m p t io n s .  I t  
i s  assumed t h a t  " t h e  f r equency  w i t h  which an a t t r i b u t e  a p p e a r s  in  mes­
sages I s  a v a l i d  I n d i c a t o r  o f  c o n c e r n ,  focus  of a t t e n t i o n ,  i n t e n s i t y ,  
v a l u e ,  Impor tance ,  and so on , , ,  {and] e a c h  u n i t  o f  c o n t e n t — word,
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theme} c h a r a c t e r ,  or  i t em—-shou ld  be g iv e n  e q u a l  weig h t ,  p e r m i t t i n g  
a g g r e g a t io n  o r  d i r e c t  compar ison"  ( H o l s t l ,  1969* p.  1 2 2 ) .  He s a y s  t h a t  
t h e  dubious  v a l i d i t y  of t h e s e  a s s u m p t io n s  has  been d i s c u s s e d  r e p e a t e d l y  
by c o n ten t  a n a l y s t s .  In t h i s  r e s e a r c h *  h y p o t h e s e s  were  t e s t e d  u s i n g  
f requency  c o u n t s ,  and t h e  Im por tance  of  H o l e t l ’ s  p o i n t  about  a s s u m p t io n s  
r e l a t e d  t o  t h i s  method o f  e n u m e ra t io n  was r e c o g n iz e d *  C o n s e q u e n t ly ,  to  
de te rm ine  t h e  r e l a t i v e  s t r e n g t h  of  v a r i a b l e s  a s  c a n d i d a t e s  f o r  f u t u r e  
r e s e a r c h ,  a  w e i g h t i n g  scheme was deve loped  and a p p l i e d  to  t h e  c a n d i d a t e  
v a r i a b l e s *
Development o f  the  W eigh t ing  Scheme, The s e l e c t i o n  of  w e i g h t i n g  
f a c t o r s  and w e i g h t i n g  v a l u e s  fo r  t h e  scheme was gu ided  by th e  m a jo r  r e ­
s e a r c h  q u e s t i o n s  a s  w e l l  a s  the  n a t u r e  of  t h e  h i g h e r  e d u c a t i o n  and gen­
e r a l  management l i t e r a t u r e *  Weighting  f a c t o r s ,  w e i g h t s ,  and d a t a  
s o u rc e s  a r e  shown In  Tab le  3*8 ,  Four i n d i c a t o r s  of  c a n d i d a t e  v a r i a b l e  
s t r e n g t h  were t a k e n  i n t o  a c c o u n t  In  s e l e c t i n g  t h e  s p e c i f i c  w e ig h t in g  
f a c t o r s ;  b r e a d t h  of  coverage  of  a c a n d i d a t e  v a r i a b l e  among th e  l i t e r a ­
t u r e  s e t a ;  c o n s i s t e n c y  In r e p o r t e d  f i n d i n g s  abou t  a  c a n d i d a t e  v a r i a b l e ;  
f r equency  w i t h  which a c a n d i d a t e  v a r i a b l e  was documented;  and c o n t i n u i t y  
of  i n t e r e s t  in  a  c a n d i d a t e  v a r i a b l e  over  t h e  p e r io d  1950-19B4* As shown 
i n  Table 3 , 8 ,  F a c t o r s  I ,  2» 3 and 7 p e r t a i n e d  p r i n c i p a l l y  to  b r e a d t h  of  
cove ra ge ;  F a c t o r s  3,  4 and 5 measured c o n s i s t e n c y  In  f i n d i n g s ;  F a c t o r  b 
measured f r e q u e n c y  of d o c u m e n ta t i o n ;  and F a c t o r  8 measured c o n t i n u i t y  
o f  i n t e r e s t *  Weighting  v a l u e s  were a s s i g n e d  t o  each  of  t h e  f a c t o r s  on 
t h e  bases d e s c r i b e d  below*
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T a b l e  3 , 9  W e i g h t in g  F a c t o r s ,  W e i g h t s ,  and D a ta  Sources
W e ig h t in g  F a c t o r  Weigh t
1.  V a r i a b l e  I d e n t i f i e d  i n  5
h i g h e r  e d u c a t i o n  L i t e r ­
a t u r e
2.  V a r i a b l e  I d e n t i f i e d  In 4
g e n e r a l  management
L i t e r a t u r e
3* V a r i a b l e  s u p p o r t e d  In  3
h i g h e r  e d u c a t i o n  m id d le  
management L i t e r a t u r e
4 ,  V a r i a b l e  U n i t e d  t o  b e -  2
h a v l o r  In  o v e r  h a l f  o f  
s t u d i e s  I n  w h ic h  i t  i s  
I d e n t i f i e d  a e  a L l n e -  
s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e
V a r i a b l e  i d e n t i f i e d  a s  a 2
L /S  d i s t i n g u i s h i n g  v a r i a b l e  
I n  o v e r  h a l f  o f  t h e  s t u d i e s  
i n  which  i t  i s  a d d r e s s e d
6* V a r i a b l e  i d e n t i f i e d  i n  3 2
o r  more s t u d i e s
Data  Source
C on ten t  A n a l y s i s :  background
i n f o r m a t i o n
Con ten t  A n a ly s i s :  
I n f o r m a t io n
background
S e p a ra t e  r e v ie w  of middle  
management l i t e r a t u r e
Conten t  A n a l y s i s : computed 
from r e s u l t s  o f  cod ing  t o  
t e s t  Hypotheses  11 and IV
Conten t  A n a l y s i s :  computed
from r e s u l t s  o f  coding  t o  
t e s t  H ypo theses  I and 111
C o n te n t  A n a l y s i s :  computed
from r e s u l t s  o f  coding  to  
t e s t  H ypotheses  1 and I I I
7 ,  V a r i a b l e  i d e n t i f i e d  as  I
a  b e h a v i o r - l i n k e d  L /S  
d i s t i n g u i s h i n g  v a r i a b l e  
i n  b o t h  q u a l i t a t i v e  and 
q u a n t i t a t i v e  s t u d i e s
ft. V a r i a b l e  I d e n t i f i e d  a s  
a  b e h a v i o r - l i n k e d  L/S 
d i s t i n g u i s h i n g  v a r i a b l e  
d u r i n g  t h e  p e r i o d s :
1974 -  19A4 2
1963 -  1973 I
1950 -  1962 1
C o n t e n t  A n a l y s i s :  
i n f o r m a t i o n
background
Conten t  A n a l y s i s : background
I n f o r m a t io n
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Because a major o b j e c t i v e  of t h e  study  was t o  i d e n t i f y  b e h a v i o r -  
l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  which p o t e n t i a l l y  Impact  aca ­
demic managers  and t h e i r  I n s t i t u t i o n s ,  F a c t o r  1,  " i d e n t i f i c a t i o n  of  a 
c a n d i d a t e  v a r i a b l e  from the  h ig h e r  e d u c a t io n  L i t e r a t u r e "  was a s s ig n e d  
th e  h i g h e s t  n u m e r ica l  weight ing  v a l u e ,  5, I t  was assumed th ro u g h o u t  
t h e  s tu d y  t h a t  b e h a v io r -1 in k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  Iden ­
t i f i e d  from th e  g e n e r a l  management l i t e r a t u r e  a r e ,  a t  l e a s t  In  p a r t ,  
r e l e v a n t  to  h i g h e r  educa t ion*  T h e re fo re ,  F a c t o r  2 ,  " I d e n t i f i c a t i o n  o f  
a c a n d i d a t e  v a r i a b l e  from the  g e n e r a l  management l i t e r a t u r e "  was a s ­
s ig n e d  t h e  n ex t  h i g h e s t  numerica l  weight ing  v a l u e ,  4 .
Inc luded  as  w e ig h t in g  F ac to r  3 was " I d e n t i f i c a t i o n  qf a  v a r i a b l e  
as a  L l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  In  t h e  h i g h e r  e d u c a t i o n  middle  
management l i t e r a t u r e  In over  o n e - h a l f  of t h e  documents In  which mana­
g e r s  were compared on the  v a r i a b l e T h e  r e l a t i o n s h i p  between t h e  Llne- 
s t a f f  l i t e r a t u r e  and the  academic middle  management l i t e r a t u r e  h a s  been 
d i s c u s s e d  p r e v i o u s l y  In  t h i s  p a p e r .  To de te rm ine  whether  a c a n d i d a t e  
v a r i a b l e  was ad d re s sed  In t h e  midd le  management l i t e r a t u r e ,  s e v e r a l  
p r i n c i p a l  s o u r c e s  of  In fo rm a t io n  on academic midd le  managers were r e ­
viewed .  To accompl i sh  t h i s  r e v ie w ,  a modified v e r s i o n  of t h e  cod ing  
forms and coding  procedure  used i n  the  pr imary c o n t e n t  a n a l y s i s  was 
u sed .  A bbrev ia ted  r e f e r e n c e s  f a r  middle management documents Inc luded  
in  t h e  r ev iew  a r e  shown in  Table  3 . 9 ,  and an example of  the  form need 
to c o l l e c t  d a t a  La provided  In  F ig u re  3 .3 .  As F ig u r e  3*3 shows,  two 
l tama of d a t a  were c o l l e c t e d  from th e  middle management l i t e r a t u r e :  
id ie ther  a c a n d i d a t e  v a r i a b l e  was addressed  i n  the  l i t e r a t u r e  i n  connec­
t i o n  w i t h  d e s c r i b i n g  d i f f e r e n c e s  between academic s t a f f  midd le  managers
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Table 3 . 9  A b b re v ia t e d  R eference*  f o r  Academic Middle Management 
Documents I n c l u d e d  In t h e  A n a ly s i s
DATE AUTHORS!S) TITLE
1969 Bess,  J .  and 
L o d a h l , T >
C a re e r  p a t t e r n s  and s a t  i s  f a c t  Ions 
In u n i v e r s i t y  m idd le -m anagem ent .
1972 Glenny,  L. The anonymous l e a d e r s  o f  h i g h e r  
e d u c a t i o n .
1973 Angus , V. U n i v e r s i t y  a d m i n i s t r a t i v e  s t a f f .
1974 Wagner, T . ,  
S e v i l l a ,  S .  and 
Andrews, j .
A deve lopm en t  program f o r  middle 
m a n a g e r s .
1977 Solmnn, L .  end 
T i e r n e y ,  H.
D e te r m in a n t s  of  j o b  s a t i s f a c t i o n  
among c o l l e g e  a d m i n i s t r a t o r s .
1977 S c o t t ,  R, M i s d i r e c t e d  m i s s i o n a r i e s :  p e r s o n ­
n e l  o f f i c e r s  i n  academe.
197fl S c o t t ,  H, L o rd s ,  s q u i r e s ,  and yeomen: c o l l e ­
g i a t e  m id d le  managers  and  t h e i r  o r ­
g a n i z a t i o n s  ,
1978a S c o t t ,  R. The deve lopm en t  of  competence:  
a d m i n i s t r a t i v e  needs  and t r a i n i n g  
g o a l s  I n  e n t e r i c s .
1979a S c o t t ,  R. b e l e a g u e r e d  yeomen: comments on 
t h e  c o n d i t i o n  of  c o l l e g i a t e  m id d le -  
managers
1983 A u s t i n ,  A* C o l l e g e s  and u n i v e r s i t i e s  as  work 
p l a c e s :  a n a l y s i s  and r e v ie w  of 
the  l i t e r a t u r e .
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F ig u re  3 .3 Middle Management L i t e r a t u r e  Review F o ra
A u tho r :
T i t l e :
S ou rce :
candidate
VARIABLES
VARIABLES:
+ -  Compared, D i f f e r ­
ence  Sugges ted  
-  ■** Compared, D i f f e r ­
ence Not Sugges t  * 
0  -  Not Compared
DIFFERENCE:
+■ -  M o r e / P o s i t i v e  
-  ”  L e s s / N e g a t i v e
•  POSITION O ther S t a f f
A u t h o r i t y
S t a t u e
A ccep tance
J ob  s e c u r i t y
Autonomy
R e s p o n s i b i l i t y
Op■/Advancement 
W i th in  O rgan lz .
O p . / P t o f .  Devel.
Op*■/ Commun lc a t  1 on s
D e f i n i t i o n  of  Role
■ PERSONAL
Educn t Ion
Gender
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F ig u r e  3*3 ( c o n t i n u e d )
CANDIDATE
VARIABLES
VARIABLES!
+ -  Compared, D i f f e r ­
ence  S u g g e s te d  
-  -  Compared,  D i f f e r ­
e n c e  Not Sugges t*  
0 -  Not Compared
DIFFERENCE:
+ ■ M o r e / P o s i t i v e  
-  -  L e s s /N e g a t iv e
« PERSONAL ( c o n rt ) Other S t a f f
Race
Age
P e r s o n a l  Appear* 
S o c i a l  A c t i v i t i e s
•  PSYCHOLOGICAL
J o b  S a t i s f a c t i o n
P e rc e p t  * /Power
P e rc e p t  */Owti Uni t
P e r c e p t * / P r e f * Role
D i s p o s i t i o n  
Toward Change
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a n d  o t h e r  academic  managers; and t h e  manner i n  which m i d d le  managers  
w ere  r e p o r t e d  to  d i f f e r  from o t h e r  g roups  In t h e  academic  community*
Ab n o t e d  p r e v i o u s l y ,  the  term middle  manager as u sed  h a re  r e f e r s  to  
s t a f f - t y p e  p o s i t i o n s .  Also,  because th e  l i t e r a t u r e  r a r e l y  made e x p l i c i t  
t h e  p e r s o n n e l  component to  which academic  midd le  managers were compared,  
f o r  t h e  pu rpose  o f  t h e  s tudy ,  i t  was assumed t h a t  th e  compar ison  was 
made w i th  academic  l i n e  a d m i n i s t r a t o r s  o r  f a c u l t y *
The w e ig h t in g  f a c t o r  p e r t a i n i n g  t o  s u p p o r t  f o r  a  v a r i a b l e  from the 
a c a d e m i c  m idd le  management l i t e r a t u r e  was a s s i g n e d  a w e ig h t in g  v a l u e  of
3 .  Data abou t  how academic s t a f f  m idd le  managers were r e p o r t e d  t o  d i f f e r  
f ro m  academic  l i n e  managers were used a s  a d d i t i o n a l  i n f o r m a t i o n  i n  r e ­
p o r t i n g  t h e  r e s u l t s  of  ana ly ses  of  d i r e c t i o n  of  d i f f e r e n c e  on c a n d i d a t e  
v a r l a h l e a ,  a t o p i c  which i s  d i s c u s s e d  i n  a s u b se q u e n t  s e c t i o n  of  t h i s  
c h a p t e r .
The f o u r t h  w e ig h t in g  f a c t o r  which  p e r t a i n e d  t o  b r e a d t h  a f  coverage  
was F a c t o r  7,  " i d e n t i f t c s t l o n  of  a c a n d i d a t e  v a r i a b l e  i n  b o t h  q u a l i t a ­
t i v e  and q u a n t i t a t i v e  higher  e d u c a t i o n  and g e n e r a l  management d o c u m e n ts . “ 
No a t t e m p t  was made h e re  to  address  q u a l i t y  i s s u e s  between q u a l i t a t i v e  
and q u a n t i t a t i v e  documents or w i th i n  documents o f  th e  same t y p e .  Al­
th o u g h  i t  was r e c o g n i z e d  th a t  i n f o r m a t i o n  in  some documents was b e t t e r  
s u b s t a n t i a t e d  th a n  i n  o t h e r s ,  a  compar ison  of th e  q u a l i t y  o f  documents 
was  beyond th e  s co p e  of t h i s  s tudy  ( S t o c k ,  e t  a l . ,  1982).  However, i t  
d id  seem m e an ing fu l  he re  to  account  f o r  d i f f e r e n c e s  be tween c a n d i d a t e  
v a r i a b l e s  r e g a r d i n g  whether a v a r i a b l e  was ad d re s s e d  in  bovh ty p e s  of 
docum en ts  o r  in  o n l y  one type .  I t  i s  a rgued  t h a t ,  t n  g e n e r a l ,  i t  i s  
more l i k e l y  t h a t  a v a r i a b l e  which has  been documented in  b o th  ty p e s  of
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docum ents  Has a b r o a d e r  b a s i s  o f  s u b s t a n t i a t i o n  t h a n  a  v a r i a b l e  a d -  
d r e s e e d  In  o n ly  one  t y p e  o f  s t u d y *  T h i s  w e i g h t i n g  f a c t o t  was a s s i g n e d  
a v a l u e  o f  1*
As shown In  T a b l e  3 . 8 ,  F a c t o r s  3,  4 ,  and 5 p e r t a i n e d  t o  t h e  con ­
s i s t e n c y  o f  f i n d i n g s  a b o u t  c a n d i d a t e  v a r i a b l e s ,  F a c t o r  3 I s  d i s c u s s e d  
a b o v e .  R e g a rd in g  F a c t o r  4 t a s s o c i a t i o n  o f  a v a r i a b l e  w i t h  b e h a v i o r  was 
a  c r i t e r i o n  f o r  i n c l u s i o n  on t h e  c a n d i d a t e  l i s t .  C o n s e q u e n t l y ,  t h e  r e l ­
a t i v e  f r e q u e n c y  w i t h  w h ich  t h i s  r e l a t i o n s h i p  was r e p o r t e d  i n  t h e  l i t e r ­
a t u r e  was c o n s i d e r e d  u s e f u l  q u a l i f y i n g  i n f o r m a t i o n .  S p e c i f i c a l l y ,  i f  a  
r e l a t i o n s h i p  be tween  d i f f e r e n c e  on a v a r i a b l e  and  b e h a v i o r  was r e p o r t e d  
In  over  h a l f  o f  t h e  docum en ts  w h ich  i d e n t i f i e d  t h e  v a r i a b l e  a s  a  L l n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  t h i s  c o n s i s t e n c y  i n  f i n d i n g s  i n d i c a t e d  
t h e  c a n d i d a t e  v a r i a b l e  was p o t e n t i a l l y  more I m p o r t a n t  f o r  f u t u r e  s t u d y  
t h a n  th o s e  f o r  which  t h i s  c o n d i t i o n  d i d  n o t  p r e v a i l *  F a c t o r  4 was a s ­
s i g n e d  a  w e i g h t i n g  v a l u e  o f  2 .  The same J u s t i f i c a t i o n  a p p l i e d  to  F a c t o r  
5 ,  " I d e n t i f i c a t i o n  o f  a  c a n d i d a t e  v a r i a b l e  a s  a  l i n e - s t a f f  d i s t i n g u i s h ­
i n g  v a r i a b l e  i n  o v e r  o n e - h a l f  o f  t h e  h i g h e r  e d u c a t i o n  and g e n e r a l  manage­
ment documents i n  w hich  l i n e  and s t a f f  were  compared  on th e  v a r i a b l e . "  
T h i s  f a c t o r  was aLeo a s s i g n e d  a w e i g h t i n g  v a l u e  of  2 .
F a c t o r  6 p e r t a i n e d  t o  t h e  f r e q u e n c y  w i t h  w h ich  a c a n d i d a t e  v a r i a b l e  
was I d e n t i f i e d  a s  a  b e h a v i o r - l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e .  
S p e c i f i c a l l y ,  I f  a  v a r i a b l e  was docum ented  as  a  c a n d i d a t e  v a r i a b l e  I n  
f i v e  o r  more s t u d i e s ,  t h e  v a r i a b l e  waa c o n s i d e r e d  to  be p o t e n t i a l l y  more 
I m p o r t a n t  f o r  f u t u r e  s t u d y  chan t h o s e  f o r  w h ich  t h i s  c o n d i t i o n  d i d  n o t  
p r e v a i l *  T h i s  w e i g h t i n g  f a c t o r  was a l s o  a s s i g n e d  a  w e i g h t i n g  v a l u e  o f  2,
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F a c t o r  8 p e r t a i n e d  t o  c o n t i n u i t y  of i n t e r e s t  i n  a c a n d i d a t e  v a r i ­
a b l e  as e v i d e n c e d  by t h e  t i n e  p e r i o d s  In  which i t  was s t u d i e d .  This  
f a c t o r  was i n t r o d u c e d  t o  a c c o u n t  f o r  both  c u r r e n t  and  c o n t in u in g  I n t e r ­
e s t  i n  a v a r i a b l e .  The most  r e c e n t  t ime p e r i o d ,  1974-1984 ,  was g iven  
the h i g h e s t  w e i g h t i n g  v a L u e ,  2 ,  based  on t h e  argument t h a t  v a r i a b l e s  
which were s t u d i e d  r e c e n t l y  may be more p e r t i n e n t  t o  t o d a y 1e i n s t i t u ­
t i o n s  t h a t  t h o s e  a d d r e s s e d  i n  e a r l i e r  p e r i o d s .  The t ime p e r io d s  1963- 
1973 and 1950-1962 were b o t h  a s s i g n e d  w e ig h t in g  v a l u e s  of  1,  Note t h a t  
i n  a c c u m u la t in g  s c a r e s  on w e ig h t in g  f a c t o r s ,  a c a n d i d a t e  v a r i a b l e  which 
was a d d r e s s e d  in  t h e  l i t e r a t u r e  of  a l l  t h r e e  p e r i o d s  o b t a in e d  a sco re  
of  4 f o r  t h e  f a c t o r ,  I n d i c a t i n g  b o th  c u r r e n t  and l o n g - t e r m  i n t e r e s t  i n  
t h e  v a r i a b l e .
In  summary,  t h e  w e i g h t i n g  scheme was deve loped  t o  a s s e s s  a measure 
of  t h e  s t r e n g t h  of  e a c h  v a r i a b l e  as  a c a n d i d a t e  f o r  f u t u r e  r e s e a r c h ,  
C and ida te  v a r i a b l e  s t r e n g t h  was d e f i n e d  a s  a  v a r i a b l e ’ s cum ula t ive  s c o re  
on the  e i g h t  w e i g h t i n g  f a c t o r s .  The e i g h t  f a c t o r s  were s e l e c t e d  on the 
b a s i s  o f  t h e  m a jo r  r e s e a r c h  q u e s t i o n s  and th e  h i g h e r  e d u c a t i o n  and gen­
e r a l  management l i t e r a t u r e .  The f a c t o r s  emphasised  t h e  measurement of  
b r e a d t h  o f  c o v e r a g e ,  c o n s i s t e n c y  i n  f i n d i n g s ,  f r e q u e n c y  of  documenta­
t i o n ,  and c o n t i n u i t y  of  I n t e r e s t ,  Had the  purpose  and o b j e c t i v e s  of 
t h i s  r e s e a r c h  e f f o r t  been d i f f e r e n t ,  some o t h e r  w e ig h t in g  scheme might 
have been s e l e c t e d *
The w e i g h t i n g  scheme a l l o w e d  th e  r e s u l t s  of  t e s t i n g  hypotheses  
u s in g  f r e q u e n c y  c o u n t s  to  be a s s e s s e d  fo r  q u a l i t a t i v e  d i f f e r e n c e s  among 
the  c a n d i d a t e  v a r i a b l e s *  T h i s  p ro c e d u re  i n s u r e d  t h a t  no unwarran ted  a s ­
sumpt ions  a s s o c i a t e d  w i t h  u s i n g  f r eq u en cy  co u n t s  t o  t e s t  hypotheses  were
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p e r m i t t e d  to t h r e a t e n  t h e  v a l i d i t y  of  t h e  r e s e a r c h .  i n  t h e  n ex t  s e c t i o n  
p r o c e d u r e s  a r e  d e s c r i b e d  f o r  a p p l y i n g  th e  w e i g h t i n g  scheme to  t h e  can ­
d i d a t e  v a r i a b l e s  to  c a l c u l a t e  c a n d i d a t e  v a r i a b l e  s t r e n g t h .
A p p l i c a t i o n  o f  t h e  W e ig h t in g  Scheme. To d e t e rm in e  v a r i a b l e  
s t r e n g t h ,  each  o f  t h e  c a n d i d a t e  v a r i a b l e s  was e v a l u a t e d  i n  t e r m s  o f  th e  
e i g h t  w e ig h t in g  f a c t o r s ,  h a t s  p e r t a i n i n g  to  e a c h  f a c t o r  f o r  e a c h  v a r ­
i a b l e  were  o b t a i n e d  f rom th e  s o u r c e s  shown i n  T a b l e  3 , 8 .  W eigh ting  
v a l u e s  o b t a i n e d  by  e a c h  c a n d i d a t e  v a r i a b l e  on each  f a c t o r  were e n t e r e d  
i n t o  a  m a t r i x ,  and  th e  t o t a l  s c o r e  f o r  e a c h  v a r i a b l e  was e n t e r e d  I n t o  
t h e  l a s t  co lunn  o f  t h e  m a t r i x .  F o l lo w in g  t h i s  p r o c e d u r e ,  t h e  c a n d i d a t e  
v a r i a b l e s  were r a n k e d  w i t h i n  t y p e s  and among ty p e s  ( p o s i t i o n ,  p e r s o n a l ,  
and p s y c h o l o g i c a l )  i n  o r d e r  o f  h i g h  to  low s c o r e s .  The maximum s c o r e  
p o s s i b l e  was 23 ,  th e  minimum was 6.
T h i s  s e c t i o n  has  d e s c r i b e d  p r o c e d u r e s  f o r  d e t e r m i n i n g  th e  s t r e n g t h  
o f  v a r i a b l e s  a s  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h .  I n  t h e  n e x t  s e c t i o n  
p r o c e d u r e s  a t e  d i s c u s s e d  f o r  a n a l y s i n g  th e  d i r e c t i o n  o f  d i f f e r e n c e s  on 
t h e s e  c a n d i d a t e  v a r i a b l e s *
D i f f e r e n c e s
The p u rp o s e  of  a n a l y z i n g  t h e  l i t e r a t u r e  t o  d e t e r m i n e  th e  d i r e c t i o n  
of  d i f f e r e n c e  be tw ee n  l i n e  and s t a f f  on e a c h  c a n d i d a t e  v a r i a b l e  was to  
o b t a i n  an  I n d i c a t i o n  o f  t h e  d i r e c t i o n  of  d i f f e r e n c e  which might  be  ex­
p e c t e d  f o r  a v a r i a b l e  i n  f u t u r e  r e s e a r c h .  To a c q u i r e  d a t a ,  the a n a l y s t  
r e a d  and a n a l y z e d  t h e  h i g h e r  e d u c a t i o n ,  g e n e r a l  management,  and m idd le  
management s o u r c e  documents  and coded c o n t e n t  u n i t s  in  t h e  D i f f e r e n c e  
C a te g o ry  a c c o r d i n g  t o  t h e  Coding I n s t r u c t i o n s ,  Coding r e s p o n s e s  were
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re c o rd e d  on th e  a p p r o p r i a t e  d i f f e r e n c e  c a t e g o r y  c o d in g  f o r m .  A f t e r  
t h i s  p ro c e d u re  was completed f o r  a l l  c a n d i d a t e  v a r i a b l e s  and t h e i r  doc­
ument s o u r c e s ,  t h e  r e l a t i v e  f r e q u e n c y  of  e a c h  cod ing  r e s p o n s e  p a t t e r n  
{+— o r  - + )  was d e t e rm in e d  fo r  e a c h  c a n d i d a t e  v a r i a b l e .  The r e l a t i v e  
f r e q u e n c y  of  a d i f f e r e n c e  p a t t e r n  was c a l c u l a t e d  by d i v i d i n g  the  number 
of documents which r e p o r t e d  the  p a t t e r n  f o r  a v a r i a b l e  by t h e  t o t a l  num­
b e r  o f  documents which I d e n t i f i e d  t h e  c a n d i d a t e  v a r i a b l e .
I t  was p o s s i b l e  f o r  a c a n d i d a t e  v a r i a b l e  t o  o b t a i n  a dominant  d i f ­
f e r e n c e  p a t t e r n  which I n d i c a t e d  t h a t  l i n e  managers were r e p o r t e d  to  have 
"more" of  a  v a r i a b l e  and s t a f f  managers  were r e p o r t e d  to  have " l e s s ”
(+—) j  a dominant  p a t t e r n  which i n d i c a t e d  t h a t  l i n e  managers  were r e p o r t e d  
t o  have " l e s s "  and s t a f f  "more" ( —+ ) ;  o r  no dominant  d i f f e r e n c e  p a t t e r n .  
To i d e n t i f y  a dominant  p a t t e r n  f o r  a v a r i a b l e  and th e  l e v e l  of s u b s t a n ­
t i a t i o n  f o r  t h e  p a t t e r n ,  t h e  c r i t e r i a  shown below i n  T ab le  3 .10  were 
used* A d i f f e r e n c e  p a t t e r n  f o r  a c a n d i d a t e  v a r i a b l e  was c o n s i d e r e d  to  
be dominant  and t o  have h ig h  s u b s t a n t i a t i o n  i f  l i n e  and s t a f f  were com­
pared  on th e  v a r i a b l e  i n  a t  l e a s t  s i x  documents  and a minimum of 751! of 
t h e  documents r e p o r t e d  t h e  same d i r e c t i o n  of  d i f f e r e n c e  on t h e  v a r i a b l e *
A d i f f e r e n c e  p a t t e r n  was c o n s id e r e d  t o  be dominant  and to  have medium 
s u b s t a n t i a t i o n  i f  s i x  o r  more documents  a d d r e s s e d  t h e  v a r i a b l e  and 
67-741 r e p o r t e d  the  same d i r e c t i o n  of  d i f f e r e n c e ;  o r  t h r e e  t o  f i v e  doc­
uments a d d re s s e d  th e  v a r i a b l e  and 751 o r  more of  t h e  documents r e p o r t e d  
th e  same d i r e c t i o n  of  d i f f e r e n c e .  A d i f f e r e n c e  p a t t e r n  was c o n s i d e r e d  
to  be dominant  and to  have low s u b s t a n t i a t i o n  i f  t h r e e  t o  f i v e  documents 
a d d r e s s e d  a v a r i a b l e  b u t  only  67-743E of t h e  documents r e p o r t e d  t h e  same 
d i f f e r e n c e  p a t t e r n ;  o r  I f  one t o  two documents a d d r e s s e d  th e  v a r i a b l e
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and 751 or  n o te  of t h e  documents r e p o r t e d  t h e  s a n e  d i f f e r e n c e  p a t t e r n .  
For  c s i a a  where 661 o r  f e v e r  o f  t h e  documents r e p o r t e d  th e  sane  d i r e c ­
t i o n  o f  d i f f e r e n c e ,  t h e  v a r i a b l e  was co n s id e re d  t o  have  no d o n l n a n t  
p a t t e r n .  These c r i t e r i a  fo r  I d e n t i f y i n g  dominant p a t t e r n s  and l e v e l s  
o f  s u b s t a n t i a t i o n  a c c o u n te d  f o r  b o t h  the  f r eq u en cy  w i t h  which Line and 
s t a f f  managers were compared on a  v a r i a b l e  and t h e  c o n s i s t e n c y  w i t h  
w h ich  a p a t t e r n  was documented.
Tab le  3*10 C r i t e r i a  f o r  I d e n t i f y i n g  Dominant  P a t t e r n s  
and L e v e l s  o f  S u b s t a n t i a t i o n
----X AGREEMENT
A PATTERN
NUMBER OF 
DOCUMENTS
0-66 67-74 75-100
1 -  2 NONE 
(NO PATTERN)
LOW
3 -  5 NONE 
(NO PATTERN)
LOW MEDIUM
6 -  " NONE 
(NO PATTERN)
MEDIUM HIGH
Im pac ts
The purpose of  a n a l y z i n g  th e  l i t e r a t u r e  t o  d e t e r m i n e  the d i r e c t i o n  
of Impac t  stemming from d i f f e r e n c e s  on can d id a te  v a r i a b l e s  was t o  o b t a i n  
an I n d i c a t i o n  o f  t h e  d i r e c t i o n  of Impact which m ig h t  be e x p e c te d  f o r  d i f ­
f e r e n c e  on a v a r i a b l e  i n  f u t u r e  r e s e a r c h .  The Im pac t  on a a n a g e r e  o f  a 
d i f f e r e n c e  on a v a r i a b l e  was d e f i n e d  as  the q u a l i t a t i v e  e f f e c t s  o f  th e
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d i f f e r e n c e ,  where a manager was r e p o r t e d  t o  be advan taged  o r  d i s a d v a n ­
taged  by a d i f f e r e n c e .  The a n a l y s t  r e a d  and a n a l y z e d  th e  h i g h e r  educa­
t i o n  and g e n e r a l  management source  docum ents  and coded c o n t e n t  u n i t s  In 
t h e  Impact C a t e g o r y  a c c o r d i n g  to  t h e  Coding I n s t r u c t i o n s .  Coding r e ­
sponses  were r e c o rd e d  an t h e  Impact c a t e g o r y  cod ing  fo rm. Note t h a t  
d a t a  on Im pac ts  were n o t  c o l l e c t e d  f o r  t h e  academic  m idd le  management 
l i t e r a t u r e  b e c a u s e  t h e  I s s u e  was a d d r e s s e d  too  I n d i r e c t l y  f o r  r e l i a b l e  
cod ing .  A f t e r  t h e  coding  p ro ced u re  was com ple ted  f o r  a l l  c a n d i d a t e  v a r ­
i a b l e s  and t h e i r  document s o u r c e s ,  Im pac t  coding  r e s p o n s e  p a t t e r n s  were 
counted  f o r  e a c h  v a r i a b l e .  Note t h a t  i t  was p o s s i b l e  f o r  d i f f e r e n c e  on 
a c a n d i d a t e  v a r i a b l e  t o  be a s s o c i a t e d  w i t h  up t o  s i x t e e n  Impac t  coding  
re sponse  p a t t e r n s .  The s i x t e e n  p o s s i b l e  im pac t  p a t t e r n s  a r e  shown be­
low in  Tab le  3 . 1 1 ,  Those im pac t  p a t t e r n s  which w ete  found no t  t o  be 
r e p o r t e d  i n  t h e  l i t e r a t u r e  were  e x c lu d ed  from f u r t h e r  a n a l y s t s .
T a b l e  3.11 The S ix t e e n  Coding Response  Combina t ions  
A v a i l a b l e  t o  Record Impact  p a t t e r n s
' ' V l  CODING 
RESPONSE 
CODING'^SPR STAFF 
RESPONSE 
FOR LINE
ADVANTAGED
{+>
DISADVANTAGED
(*0
NOT ADDRESSED 
OR NOT ADVAN­
TAGED OR 
DISADVANTAGED 
( 0 )
ADVANTAGED 
AND DIS­
ADVANTAGED 
(X)
Advantaged (+) + + + - + 0 + X
Disadvan taged  ( - ) -  + _ -  0 -  X
Not A ddressed /N ot  
Advantaged or 
D isadvan taged  ( 0 )
0  + 0 - 0 0 0  x
Advantaged and 
D isadvan taged  (X)
X + x - X 0 X X
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To d e t e r m i n e  what  was r e p o r t e d  In  t h e  l i t e r a t u r e  a b o u t  the r e l a ­
t i o n s h i p  be tw ee n  d i r e c t i o n  o f  d i f f e r e n c e  an  a v a r i a b l e  and d i r e c t i o n  o f  
Impac t  on m a n a g e r s ,  d a t a  on Impac t  p a t t e r n s  were compared w i th  d a t a  on 
d i f f e r e n c e  p a t t e r n s  * S p e c i f i c a l l y ,  f o r  e a c h  candida te  v a r i a b l e  t h e  d i f ­
f e r e n c e  p a t t e r n  and t h e  Im pac t  p a t t e r n  f o r  each  source document were 
p a i r e d  and  th e  r e l a t i o n s h i p  be tween  th e  d i r e c t i o n  of  d i f f e r e n c e  and t h e  
d i r e c t i o n  of  Im pac t  was n o t e d .
F o r  e x a m p le ,  on t h e  v a r i a b l e  A u t h o r i t y ,  I f  the d i f f e r e n c e  p a t t e r n  
r e p o r t e d  i n  a  document was " l i n e  m ere ,  s t a f f  l e s s  ( + - ) "  and  the Impact  
r e p o r t e d  In c o n j u n c t i o n  * t l th  t h i s  d i f f e r e n c e  p a t t e rn  wae " l i n e  advan­
t a g e d ,  s t a f f  d i s a d v a n t a g e d  (+—) , “ t h e  r e l a t i o n s h i p  between d i f f e r e n c e  
and Im pac t  d e s c r i b e d  by t h e s e  p a t t e r n s  I n d i c a t e d  th a t  when l i n e  managers  
were r e p o r t e d  t o  h ave  "more" o f  a  v a r i a b l e  and  s t a f f  managers  were r e ­
p o r t e d  t o  h ave  " l e s s "  l i n e  managers  were r e p o r t e d  to be "advan taged"  by 
th e  d i f f e r e n c e  and s t a f f  managers  were r e p o r t e d  to be " d i s a d v a n ta g e d "  
hy t h e  d i f f e r e n c e .
T h e s e  c o m p a r i s o n s  were p e r fo rm ed  f o r  e a c h  v a r i a b l e  and  a l l  of I t s  
s o u r c e  d o c u m e n t s .  Then  f o r  e a c h  v a r i a b l e ,  t h e  r e l a t i v e  f r e q u e n c i e s  
w i t h  w h ich  v a r i o u s  d l f f e c e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n s  were  r e p o r t e d  
were  d e t e r m i n e d .  The r e l a t i v e  f r equency  f o r  a  d l f  f e r e n c e - lm p a c t  r e l a ­
t i o n a l  p a t t e r n  was c a l c u l a t e d  b y  d i v i d i n g  th e  number o f  documents which 
r e p o r t e d  t h e  p a t t e r n  f a r  a v a r i a b l e  by th e  t o t a l  nuaber o f  documents 
which I d e n t i f i e d  t h e  c a n d i d a t e  v a r i a b l e .  To determine I f  a  d i f f e r e n c e -  
Impact  r e l a t i o n a l  p a t t e r n  was dominant  f o r  a v a r i a b l e  and  I t s  l e v e l  of 
s u b s t a n t i a t i o n ,  t h e  c r i t e r i a  shown p r e v i o u s l y  In Table 3 .1 0  were u s e d .
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In  c a s e s  where t h e  s a n e  r e l a t i o n s h i p  be tw ee n  d i f f e r e n c e  and  i m p a c t  
was d e s c r i b e d  by u n l i k e  d i f f e r e n c e - l a p a c t  p a t t e r n  p a i r s ,  r e s u l t s  on r e l ­
a t i v e  f r e q u e n c i e s  were combined .  F a r  e x a m p le , t h e  d i f f e r e n c e - i m p a c t  
p a t t e r n  p a i r  " l i n e  more,  s t a f f  l e s s "  and " l i n e  a d v a n t a g e d ,  s t a f f  d i s a d ­
v a n ta g e d "  d e s c r i b e d  th e  same g e n e r a l  r e l a t i o n s h i p  he tw een  d i r e c t i o n  of  
d i f f e r e n c e  and d i r e c t i o n  o f  Impact a s  t h e  p e l t  " l i n e  l e s s ,  S t a f f  more"  
and " l i n e  d i s a d v a n t a g e d ,  s t a f f  a d v a n t a g e d . "  I n  t h i n  c a s e ,  t h e  g e n e r a l  
d l f f a r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n  d e s c r i b e d  was t h e  g roup  w i t h  "more" 
o f  a v a r i a b l e  was r e p o r t e d  t o  be " a d v a n ta g e d "  by  th e  d i f f e r e n c e  a n d  the  
g roup  w i t h  " l e s s "  was r e p o r t e d  t o  be " d i s a d v a n t a g e d * "  C o n s e q u e n t l y ,  t h e  
p e r c e n t a g e  o f  agreement among docum ents  on t h i s  d i f f e r e n c e - i n p a c t  r e l a ­
t i o n a l  p a t t e r n  was c a l c u l a t e d  u s in g  f r e q u e n c y  d a t a  f a r  b o t h  d i f f e r e n c e — 
Impact  p a t t e r n  p a i r s .
B e h a v io r s
In a d d i t i o n  t o  o b t a i n i n g  I n f o r m a t i o n  a b o u t  v a r i a b l e s  which h a v e  
been a s s o c i a t e d  In  t h e  l i t e r a t u r e  w i t h  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v ­
i o r s  of  I t n e  and s t a f f  m a n a g e r s ,  i n t e r e s t  e x t e n d e d  t o  I d e n t i f y i n g  which 
o f  th e  s i x  ty p e s  o f  b e h a v i o r  was most  o f t e n  l i n k e d  t o  e a c h  c a n d i d a t e  
v a r i a b l e .  As d i s c u s s e d  p r e v i o u s l y ,  v a r i a b l e s  a s s o c i a t e d  with  b e h a v i o r s  
were i d e n t i f i e d  th ro u g h  t e s t i n g  G e n e r a l  H y p o th e s e s  I I  and  IV, and t h e  
r e s u l t s  o f  t h e s e  t e s t s  farmed th e  l i s t  of c a n d i d a t e  v a r i a b l e s .  To p e r ­
form t h e  a d d i t i o n a l  a n a l y s e s  d i s c u s s e d  h e r e ,  c o n t e n t - a n a l y s i s  d a t a  ob­
t a i n e d  d u r i n g  t e s t s  of  H ypotheses  11 and IV, i . e . ,  i n f o r m a t i o n  a b o u t  
t h e  B e h a v i o r s  C a t e g o r y ,  were r e e x a m in e d .  S p e c i f i c a l l y ,  f o r  each  c a n d i ­
d a t e  v a r i a b l e ,  t h e  r e l a t i v e  f r e q u e n c y  w i t h  which  a v a r i a b l e  was r e p o r t e d
13/
Co be a s s o c i a t e d  w i th  a b e h a v i o r  t y p e  was d e t e r m i n e d .  The r e l a t i v e  f r e ­
quency o f  a b e h a v i o r  p a t t e r n  was c a l c u l a t e d  by d i v i d i n g  the  number o f  
document a which r e p o r t e d  t h e  p a t t e r n  f o r  a v a r i a b l e  by th e  t o t a l  number 
of  t i n e a  d i f f e r e n c e  on the  v a r i a b l e  wee r e p o r t e d  t o  be a s s o c i a t e d  w i th  
o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s .
I t  wee p a s s i b l e  f o r  a c a n d i d a t e  v a r i a b l e  t o  o b t a i n  up to  a I* d i f ­
f e r e n t  b e h a v i o r  p a t t e r n s :  t h r e e  i n d i c a t i n g  a s s o c i a t i o n  of  d i f f e r e n c e
w i t h  p o s i t i v e  t y p e s  of  b e h a v io r  and t h r e e  I n d i c a t i n g  a s s o c i a t i o n  o f  d i f ­
f e r e n c e  w i th  n e g a t i v e  t y p e s  of  beh av io r*  To I d e n t i f y  a dominan t  behav­
i o r  p a t t e r n  f o r  a  v a r i a b l e  and th e  l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  
p a t t e r n ,  the  c r i t e r i a  shown p r e v i o u s l y  In  T a b l e  3*10 were used* Note ,  
however* t h a t  beca use  a document cou ld  l i n k  d i f f e r e n c e  on a v a r i a b l e  to  
more t h a n  one type  of  b e h a v io r*  the  number of  t i n e s  a v a r i a b l e  was r e ­
p o r ted  to  be a s s o c i a t e d  w i t h  b e h a v i o r s  was used  t o  c a l c u l a t e  r e l a t i v e  
f r e q u e n c i e s  r a t h e r  than  th e  number of  docum ents  which I d e n t i f i e d  the 
c a n d i d a t e  v a r i a b l e .
A d d i t i o n a l  d a t a  c o l l e c t e d  d u r i n g  th e  c o n t e n t  a n a l y s i s  p ro c e d u re  to  
t e r t  G ene ra l  Hypotheses  11 and IV I n c lu d e d  examples  of  o r g a n i z a t i o n a l l y  
r e l e v a n t  b e h a v i o r s  which were m ent ioned  In  t h e  l i t e r a t u r e *  bu t  n o t  
s t a t e d  as  examples on the  B ehav io r  C a te g o ry  c o d in g  form* To accum ula te  
a l i s t  o f  a l l  o f  t h e  example b e h a v i o r s  which were I d e n t i f i e d  d u r in g  th e  
c o n t e n t  a n a l y s i s  p r o c e d u r e ,  t h e  B ehav io r  C a t e g o r y  ending  form f o r  eac h  
s o u rc e  document was re v ie w e d .  For  e a c h  of  t h e  s i x  type s  of  b e h a v i o r s ,  
a l l  example  h e h e v lo ra  no ted  on th e  forms were  r e c o rd e d  and conblned  
I n t o  a s i n g l e  l i s t .
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Summary
The purpose  of  t h i s  c h a p t e r  has  b een  to  d e s c r i b e  th e  m e t h o d o l o g i c a l  
p ro ced u re s  used  In  t h i s  s t u d y .  P r o c e d u r e s  d i s c u s s e d  h e r e  were  based  on 
a  c o n t e n t  a n a l y s i s  r e s e a r c h  d e s i g n  I n v o l v i n g  c o n t e x t  u n i t s f s p e c i f i c a l l y  
documents from th e  g e n e r a l  management and  th e  h i g h e r  e d u c a t i o n  l i t e r a ­
t u r e  which compare l i n e  and s t a f f  on v a r i a b l e s  o f  l n t e r s t ;  c a t e g o r i e s  
c o n t a i n i n g  c o n t e n t  u n i t s ,  s p e c i f i c a l l y  a V a r i a b l e s  C a t e g o r y ,  a  B ehav io r  
C a teg o ry ,  a D i f f e r e n c e  C a t e g o r y ,  and an Impac t  C a teg o ry ;  r u l e s  f o r  a s ­
s i g n i n g  c o n t e n t  u n i t s  t o  c a t e g o r i e s ,  i . e . ,  c o d in g  I n s t r u c t i o n s ;  and a 
s t a t e m e n t  of  th e  e x p e c t e d  r e l a t i o n s h i p  among c a t e g o r i e s .  S e l e c t i o n  of  
documents was d i s c u s s e d  f i r s t .  The d e v e lo p m en t  o f  th e  i n s t r u m e n t a t i o n ,  
l . e . ^  c a t e g o r i e s  and co d in g  symbols ,  cod ing  f o r m s ,  cod ing  i n s t r u c t i o n s ,  
and the r e l i a b i l i t y  of  t h e  c o d in g  p r o c e d u r e ,  were  a d d r e s s e d  n e x t .  Spe­
c i f i c  h y p o th e se s  a s s o c i a t e d  w i t h  the  f o u r  g e n e r a l  h y p o th e s e s  were  then  
p r e s e n t e d ,  and f i n a l l y ,  p r o c e d u r e s  to  t e a t  h y p o t h e s e s  and to  pe r fo rm  
a d d i t i o n a l  a n a l y s i s  were d e s c r i b e d .  The f o l l o w i n g  c h a p t e r .  C h a p t e r  4 ,
I s  devoted to  r e p o r t i n g  t h e  r e s u l t s  o f  t h e  a n a l y t i c a l  p r o c e d u r e s  p r e ­
s e n t e d  h e r e .
CHAPTER 4: PRESENTATION OF RESULTS
The p u rpose  of  t h i s  c h a p t e r  l a  to r e p o r t  the  r e s u l t s  of  h y p o t h e s i s  
t e s t i n g  and a d d i t i o n a l  a n a l y s e s .  In  t h e  f i r s t  p a r t  o f  t h e  c h a p t e r t th e  
r e s u l t s  o f  t e s t i n g  G e n e ra l  Hypotheses  I - IV  and t h e i r  r e l a t e d  s p e c i f i c  
h y p o th e s e s  a r e  p r e s e n t e d .  T h i s  I n f o r m a t io n  £a fo l l o w e d  by p r e s e n t a t i o n  
of  t h e  c a n d i d a t e  v a r i a b l e s  and r e s u l t s  of a n a l y s e s  to  d e t e rm in e  c a n d i ­
d a t e  v a r i a b l e  s t r e n g t h ,  d i r e c t i o n  of  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s ,  
and d i r e c t i o n  of  i m p a c t s  on managers stemming from d i f f e r e n c e s  on v a r i ­
a b l e s .  F i n a l l y ,  r e s u l t s  a r e  r e p o r t e d  on t h e  k i n d s  of  b e h a v i o r s  which  
have been l i n k e d  to  d i f f e r e n c e s  on the  c a n d i d a t e  v a r i a b l e s .  A summary 
of t h e  r e s u l t s  i s  p r o v i d e d  In  t h e  conc lud ing  s e c t i o n  of  t h e  c h a p t e r .
G e n e r a l  H ypo thes is  I 
G e n e r a l  H y p o t h e s i s  I  was p a r t i a l l y  s u p p o r t e d .  C on te n t  a n a l y s i s  of  
t h e  g e n e r a l  management documents r e v e a l e d  t h a t  t h e  l i t e r a t u r e  i n d i c a t e d  
t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  a p p e a r s  to  shape  some p o s i t i o n  c h a r a c t e r ­
i s t i c s ,  p e r s o n a l  a t t r l b u t e a  s e l e c t i o n  c r i t e r i a ,  and  p s y c h o l o g i c a l  r e ­
s p o n se s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  m a nage rs .  Tab le  O l , Appendin C, 
shows a com ple te  b reak-dow n of t h e  c o n t e n t  a n a l y s i s  coding  r e s p o n s e s  
fo r  t h e  t h i r t y - e i g h t  g e n e r a l  management documents I n c lu d e d  i n  t e s t i n g  
Genera l  H y p o th e s i s  f .  Tab le  4 .1  p r e s e n t s  a summary o f  t h e  r e s u l t s  fo r  
t e s t i n g  s p e c i f i c  h y p o t h e s e s  a s s o c i a t e d  w i t h  G ene ra l  H y p o th e s i s  I ,
The f r e q u e n c y  d a t a  shown in  Table  4.1  c o n s t i t u t e d  t h e  b a s i s  f o r  
r e p o r t i n g  t h e  r e s u l t s  o f  t e s t i n g  Genera l  H y p o th e s i s  1 .  Had t e s t i n g  r e ­
v ea led  t h a t  a i l  s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d ,  i . e . ,  t h a t  e a c h  
v a r i a b l e  f o r  which t h e r e  worn d a t a  was r e p o r t e d  t o  be a l l n e - s t a f f
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T ab le  4*1 Summary o f  R e s u l t s  f o r  T e n t in g  S p e c i f i c  Hypotheses 
A s s o c i a te d  w i th  G e n e r a l  H y p o th e s i s  [
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  POSITION
HYP. l .L A utho r i ty  ( d e c i s i o n - m a k i n g ,  
power, c o n t r o l ,  i n f l u e n c e )
SUPPORTED 29
HYP. r . i Sta tus ( s a l a r y ,  r a n k ,  r e w a r d ,  
b e n e f i t s )
SUPPORTED 10
HYP. 1 . 3 Acceptance ( c r e d i b i l i t y ,  r e c ­
o g n i t i o n ,  w or th ,  i n p o r t a n c e )
SUPPORTED 22
HYP. 1 . 4 Job S e c u r i t y SUPPORTED 6
HYP. 1 .5 Autonomy SUPPORTED 7
HYP. 1 .6 R e s p o n s i b i l i t y  ( a c c o u n t a ­
b i l i t y )
SUPPORTED 9
HYP. 1 . 7 O ppor tun i ty  fo r  Advancement 
Within O r g a n i z a t i o n
SUPPORTED 12
HYP. 1 .8 O ppor tun i ty  fo r  Advancement 
Across O r g a n i z a t i o n s
NO DATA -
HYP. 1 . 9 Career P a t h NO DATA -
HYP. I .  10 O p p o r tu n i ty  f o r  P r o f e s s i o n a l  
Development
SUPPORTED 1
HYP. I .  1 1 O ppor tun i ty  f o r  Coimiunica- 
t iona
SUPPORTED 7
HYP. 1 .1 2 D e f i n i t i o n  o f  Role (T ask ) SUPPORTED 4
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Table 4.1 ( c o n t in u ed )
SPECIFIC HYPOTHESES RESULTS FREQUENCY
* PERSONAL
HYP, 1 .13 Educa t Ion SUPPORTED 9
HYP. 1 ,14 Gender SUPPORTED 1
HYP, 1 ,15 Race SUPPORTED 1
HYP. 1 ,16 Age SUPPORTED 6
HYP. 1 .17 M a r i t a l  S t a t u e NO DATA -
HYP. I . l f l P e r s o n a l  Appearance SUPPORTED 3
HYP. 1 .19 S o c i a l  A c t i v i t i e s SUPPORTED 5
•  PSYCHOLOGICAL
HYP. 1 .20 Job S a t i s f a c t i o n SUPPORTED 3
HYP. 1 .21 P e r c e p t i o n  o f  Power NO DATA -
HYP. 1 .22 P e r c e p t i o n  of  Needs S a t i s ­
f a c t i o n
SUPPORTED L
HYP, 1 ,23 P e r c e p t i o n  of  Im por tance  of  
Heeds
NOT SUPPORTED 4
HYP. 1 ,24 P e r c e p t i o n  of  Impor tance  of  
I n n e r  D i r e c t e d  Behav ior
SUPPORTED 1
HYP, [ .2 5 P e r c e p t i o n  of  Impor tance  of  
O th e r  D i r e c t e d  Behav ior
SUPPORTED l
HYP. 1 .26 P e r c e p t i o n  o f  Own U n i t
__________
SUPPORTED 2
14 2
T a b le  4 .1  ( c o n t i n u e d )
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  PSYCHOLOGICAL ( c o n t i n u e d )
HYP. 1 .27 P e r c e p t i o n  o f  C u r r e n t  Role NOT SUPPORTED 0
HYP, 1 .28 P e r c e p t i o n  o f  P r e f e r r e d  Role SUPPORTED 1
HYP. 1 .2 9 D i s p o s i t i o n  Toward Change SUPPORTED 7
HYP. 1 .3 0 P e r c e p t i o n  o f  I m p o r t a n c e  of 
Work C o n d i t i o n s
NOT SUPPORTED 0
HYP. 1 .3 1 P e r c e p t i o n  o f  C o n d i t i o n s  of  
Work
SUPPORTED 1
HYP. 1 .3 2 P e r c e p t i o n  o f  I m p o r t a n c e  of  
Pay
NOT SUPPORTED 0
HYP. 1 .3 3 S a t i s f a c t i o n  w i t h  p a y NOT SUPPORTED 0
HYP, 1 .3 4 p e r c e p t i o n  o f  I m p o r t a n c e  o f  
E f f o r t  E x p e n d i t u r e
SUPPORTED 1
HYP. 1 ,3 5 P e r c e p t i o n  o f  Job Change In  
R e l a t i o n  t o  Age I n c r e a s e
NO DATA -
HYP. 1 .3 6 P e r c e p t i o n  o f  O r g a n i z a t i o n a l  
C h a r a c t e r i s t i c s
NO DATA -
HYP. 1 ,37 P e r c e p t i o n  o f  Bases  o f  S t a f f  
Power
NO DATA -
HYP, 1 . 3 8 P e r c e p t i o n  o f  Amount o f  
S t a f f  Power
NO DATA -
HYP. 1 .3 9 P e r c e p t i o n  o f  S t a t u s  o f  S t a f f NO DATA -
HYP. 1 ,4 0 p e r c e p t i o n  o f  A l l o c a t i o n  of 
R e s o u r c e s
1
NO DATA -
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d i s t i n g u i s h i n g  v a r i a b l e  by a t  L eas t  one docum ent ,  G en e ra l  H y p o th e s i s  1 
would have b e e n  f u l l y  s u p p o r te d *  Had none o f  the s p e c i f i c  h y p o t h e s e s  
been s u p p o r t e d ,  Genera l  H y p o th e s i s  I would n o t  have been  s u p p o r te d *  I n  
t h i s  c a s e ,  b e c a u s e  o v e r  BO? o f  t h e  s p e c i f i c  h y p o t h e s e s  f o r  which  t h e r e  
were d a t a  w ere  s u p p o r t e d ,  G e n e ra l  H y p o th e s i s  1 was p a r t i a l l y — but 
s t  r o n g l y — s u p p o r t e d  *
As i n d i c a t e d  in  T a b l e  4 . 1 ,  o f  th e  f o r t y  s p e c i f i c  h y p o t h e s e s ,  t w e n t y -  
f i v e  were s u p p o r t e d ;  f i v e  were n o t  s u p p o r t e d ;  a n d ,  f o r  t h e  r e m a i n i n g  ten  
h y p o t h e s e s ,  t h e r e  were no d a t a ,  i . e #J l i n e  and s t a f f  were n o t  compared 
on t h e  v a r i a b l e s *  Among th e  tw elve  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  t o  
p o s i t i o n  v a r i a b l e s ,  t h e  t e n  f o r  which t h e r e  were d a t a  ware a l l  s u p p o r t e d .  
The p o s i t i o n  v a r i a b l e s  A u t h o r i t y  and A ccep tance  were  documented most  
o f t e n  a s  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ,  and t h e  v a r i a b l e s  Oppor­
t u n i t y  f o r  P r o f e s s i o n a l  Development and D e f i n i t i o n  o f  Hole were  docu­
mented l e a s t  o f t e n *
Among t h e  seven p e r s o n a l  v a r i a b l e s ,  a l l  s i x  o f  t h e  s p e c i f i c  h y p o t h ­
e s e s  f o r  w h ich  t h e r e  were  d a t a  were s u p p o r t e d .  The p e r s o n a l  v a r i a b l e  
E d u c a t i o n  w as  documented most o f t e n  and t h e  v a r i a b l e s  Gender and Race 
were docum en ted  l e a s t  o f t e n .  As Tab le  4*1 shows,  t h e  g e n e r a l  management 
l i t e r a t u r e  d i d  no t  compare l i n e  and s t a f f  on t h e  v a r i a b l e  M a r i t a l  S t a t u s .
Only n i n e  of th e  t w e n t y -o n e  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  t o  p s y ­
c h o l o g i c a l  v a r i a b l e s  were  s u p p o r t e d .  Among t h e s e ,  t h e  v a r i a b l e  D i s p o s i ­
t i o n  Toward Change was documented most o f t e n  a s  a l l n e - s t a f f  d i s t i n ­
g u i s h i n g  v a r i a b l e ,  w h i l e  f r e q u e n c y  of  d o c u m e n ta t i o n  o f  t h e  o t h e r  e i g h t  
v a r i a b l e s  r a n g e d  be tween one and th r e e *  No s u p p o r t  was shown fo r  f i v e  
o f  t h e  s p e c i f i c  h y p o th e s e s  f o r  p s y c h o l o g i c a l  v a r i a b l e s .  The g e n e r a l
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management L i t e r a t u r e  compared l i n e  and s t a f f  managers  on t h e s e  f i v e  
v a r i a b l e * ,  bu t  r e p o r t e d  t h a t  L ine  and s t a f f  d id  no t  d i f f e r  on them*
For t h e  r em a in ing  seven  s p e c i f i c  h y p o th e s e s  about  p s y c h o l o g i c a l  v a r i ­
a b l e s ,  t h e r e  were no d a t a .
I n  summary, t h e  r e s u l t s  of  t e s t i n g  G e n e r a l  H y p o th e s i s  I  showed t h a t  
t w e n t y - f i v e  of t h e  t h i r t y  s p e c i f i c  h y p o th e s e s  f o r  which t h e r e  were d a t a  
were s u p p o r t e d .  These r e s u l t s  i n d i c a t e d  t h a t  t h e  g e n e r a l  management 
l i t e r a t u r e  r e p o r t e d  t h e  L i n e - a t a f f  s t r u c t u r e  t o  shape c e r t a i n  p o s i t i o n  
c h a r a c t e r i s t i c s , p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and p s y c h o lo g ­
i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  Line and s t a f f  m a n ag e r s .  V a r i a b l e s  
which were i d e n t i f i e d  a s  L i n e - e t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h ro u g h  
the  t e s t i n g  p ro ced u re  a r e  l i s t e d  i n  T a b l e  4 . 2 .  These v a r i a b l e s  were 
used  t o  fo rm u la te  s p e c i f i c  h y p o th e s e s  f o r  G ene ra l  H y p o th e s i s  I I .  The 
r e s u l t s  o f  t e s t i n g  G ene ra l  H y p o th e s i s  I I  a r e  r e p o r t e d  be low.
General Hypothesis I I
Genera l  H y p o th e s i s  11 was p a r t i a l l y  s u p p o r t e d .  C o n te n t  a n a l y s i s  
of  t h e  g e n e r a l  management l i t e r a t u r e  r e v e a l e d  t h a t  documents  r e p o r t e d  
t h a t  d i f f e r e n c e s  between l i n e  and s t a f f  managers  on sane  p o s i t  i o n ,  p e r ­
s o n a l ,  and p s y c h o l o g i c a l  d i s t i n g u i s h i n g  v a r i a b l e s  can r e s u l t  i n  manager 
b e h a v i o r s  which a r e  r e l e v a n t  t o  t h e  f u n c t i o n i n g  of  o r g a n i z a t i o n s .  T a b le  
C-2 ,  Appendix C, shows a co m p le te  b reak-dow n of t h e  c o n t e n t  a n a l y s i s  
cod ing  r e s p o n s e s  f o r  t h e  t h i r t y - f o u r  g e n e r a l  management documents  i n ­
c l u d e d  i n  t e s t i n g  G e n e ra l  H y p o th e s i s  I I .  Tab le  4 .3  p r e s e n t s  a summary 
of  t h e  r e s u l t s  f o r  t e s t i n g  s p e c i f i c  h y p o t h e s e s  a s s o c i a t e d  w i t h  G ene ra l  
H y p o th e s i s  11.
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T ab le  4 . 2  L i n a - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e s  I d e n t i f i e d  Through
T e s t i n g  G en e ra l  H y p o th e s i s  I
POSITION
• A u t h o r i t y • O p p o r t u n i t y  f o r  Advancement
With in  t h e  O r g a n i z a t i o n
• S t a t u e
• O p p o r t u n i t y  f o r  P r o f e s s i o n a l
• A ccep tan ce Development
• J o b  S e c u r i t y • O p p o r t u n i t y  f o r  Communica­
t i o n s
a Autonomy
a D e f i n i t i o n  o f  Role
* R e s p o n s i b i l i t y
PERSONAL
• E d u c a t io n * Age
• Gender a PergonaL Appearance
a Race • S o c ia l  A c t i v i t i e s
PSYCHOLOGICAL
* J o b  S a t i s f a c t i o n a P e r c e p t i o n  o f  Own U n i t
• P e r c e p t i o n  of  Needs • P e r c e p t i o n  o f  P r e f e r r e d  Role
S a t i s f a c t i o n
a D i s p o s i t i o n  Toward Change
« p e r c e p t i o n  of  Impor tance
o f  I n n e r  D i r e c t e d  Behavior a P e r c e p t i o n  o f  C o n d i t i o n s  o f
Work
a P e r c e p t i o n  of Impor tance
o f  O t h e r  D i r e c t e d  Behavior a P e r c e p t i o n  o f  Im por tance
of E f f o r t  E x p e n d i tu r e
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T ab le  4 . 3  Summary o f  R e s u l t s  f o r  T e s t i n g  S p e c i f i c  Hypotheses  
A s s o c i a t e d  w i t h  G e n e ra l  H y p o th e s i s  I I
r
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  POSITION
HYP. I I . 1 A u t h o r i t y SUPPORTED 21
HYP, I I . 2 S t a t u s SUPPORTED 9
HYP. E l . 3 A ccep tance SUPPORTED 18
HYP. I t . 4 J ob  S e c u r i t y SUPPORTED 3
HYP. 11 .5 Autonomy SUPPORTED 4
HYP. 1 1 .6 R e s p o n s i b i l i t y SUPPORTED 6
HYP. I I . 7 O p p o r tu n i t y  f o r  Advancement 
W ith in  O r g a n i z a t i o n
SUPPORTED 9
HYP. 1 1 ,8 O p p o r tu n i t y  f o r  P r o f e s s i o n a l  
Development
SUPPORTED I
HYP. 11,9 O p p o r tu n i t y  f o r  Communica­
t i o n s
SUPPORTED 7
HYP. I I . 10 D e f i n i t i o n  o r  Role SUPPORTED 4
» PERSONAL
HYP. 11.11 E d u c a t io n SUPPORTED 8
HYP. I I .  tz Gender NOT SUPPORTED 0
HYP. I I ,  13 Race NOT SUPPORTED 9
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Table 4*3 (cont inued)
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  PERSONAL ( c o n t i n u e d )
HYP. 11 .14 Age SUPPORTED 4
HYP. 11 ,15 Appearance SUPPORTED 3
HYP, 11 .16 S o c i a l  A c t i v i t i e s SUPPORTED 4
•  PSYCHOLOGICAL
HYP. 11.17 Job  S a t i s f a c t i o n SUPPORTED 1
HYP. 11 .18 P e r c e p t i o n  of Heeds S a t i s ­
f a c t i o n
NOT SUPPORTED 0
HYP. 11 .19 P e r c e p t i o n  of Importance of  
I n n e r  D i r e c t e d  Behavior
NOT SUPPORTED 0
HYP, 11 .20 P e r c e p t i o n  of  Importance o f  
O th e r  D i r e c t e d  Behavior
NOT SUPPORTED 0
HYP, 11.21 P e r c e p t i o n  of Own Unit SUPPORTED 2
HYP. 11 .22 P e r c e p t i o n  of P r e f e r r e d  Role SUPPORTED I
HYP. 11 .23 D i s p o s i t i o n  Toward Change SUPPORTED 6
HYP. 11 .24 P e r c e p t i o n  of C o n d i t io n s  o f  
Work
NOT SUPPORTED 0
HYP. 11 ,25 P e r c e p t i o n  o f  Importance o f  
E f f o r t  E x p e n d i tu r e
NOT SUPPORTED 0
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The f r e q u e n c y  d a t a  shown I n  T a b l e  4 . 3  c o n s t i t u t e d  t h e  b a s i s  f o r  
r e p o r t i n g  t h e  r e s u l t s  o f  t e s t i n g  G e n e r a l  H y p o t h e s i s  I I ,  B eca u se  t h e  
r e s u l t s  of t e s t i n g  s p e c i f i c  h y p o t h e s e s  showed t h a t  f o r  e i g h t e e n  o f  t h e  
t w e n t y - f i v e  v a r i a b l e s ,  d i f f e r e n c e s  be tw een  l i n e  and  s t a f f  were  l i n k e d  t o  
b eh av io r  in  a t  l e a s t  one docum ent ,  G e n e r a l  H y p o t h e s i s  I I  was p a r t i a l l y  
s u p p o r t e d .  With  721 o f  the  s p e c i f i c  h y p o t h e s e s  s u p p o r t e d ,  t h e  o v e r a l l  
s u p p o r t  fo r  G e n e r a l  H y p o th e s i s  I I  was s t r o n g .
As Table 4 , 3  shows,  a l l  o f  t h e  t e n  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  
to  p o s i t i o n  v a r i a b l e s  were s u p p o r t e d ;  d i f f e r e n c e s  be tween  l i n e  and  s t a f f  
managers on t h e s e  v a r i a b l e s  were  r e p o r t e d  t o  be  l i n k e d  t o  b e h a v i o r  I n  
the  l i t e r a t u r e .  The r e l a t i o n s h i p  be tw ee n  l i n e - s t a f f  d i f f e r e n c e s  and b e ­
h a v i o r  was documented  most o f t e n  f o r  t h e  v a r i a b l e s  A u t h o r i t y  and A c c e p t ­
ance and l e a s t  o f t e n  f o r  t h e  v a r i a b l e  O p p o r t u n i t y  f o r  P r o f e s s i o n a l  De­
velopment ,
A l l  of t h e  h y p o t h e s e s  p e r t a i n i n g  t o  p e r s o n a l  v a r i a b l e s  were s u p ­
p o r t e d  e x ce p t  f o r  t h e  v a r i a b l e s  Gender  and R ace .  A l th o u g h  I d e n t i f i e d  
as l i n e - s t a f E  d i s t i n g u i s h i n g  v a r i a b l e s ,  d i f f e r e n c e s  on G ender  and Race 
were n o t  r e p o r t e d  In t h e  g e n e r a l  management l i t e r a t u r e  t o  be  a s s o c i a t e d  
w i th  o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  o f  l i n e  and s t a f f  m a n a g e r s .  
Anong th e  v a r i a b l e s  f o r  which s p e c i f i c  h y p o t h e s e s  were s u p p o r t e d ,  t h e  
r e l a t i o n s h i p  be tw ee n  d i f f e r e n c e  and  b e h a v i o r  was r e p o r t e d  mos t  o f t e n  
fo r  t h e  v a r i a b l e  E d u c a t i o n ,
F in a l ly ,  s p e c i f i c  hypotheses fo r  the  p sycho log ica l  v a r i a b l e s  Job 
S a t i s f a c t io n ,  Pe rcep t ion  of Own U ni t ,  P e rcep t io n  of P r e f e r r e d  Role, and 
Disposi t ion Toward Change were suppor ted .  The r e l a t i o n s h i p  between d i f ­
ferences and b e h a v i o r  was documented most o f te n  fo r  the v a r i a b l e  Dlspo-
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s l t l o n  Toward Change. The remaining f iv e  s p e c i f i c  hypotheses p e r t a in ­
ing to psychologica l  v a r i a b l e s  wete not supported.
In  fluooiaTy, e i g h t e e n  of  t h e  t w e n t y - f i v e  s p e c i f i c  hy p o th e ses  a s s o ­
c i a t e d  w i t h  G e n e ra l  H y p o t h e s i s  11 were s u p p o r t e d .  These  r e s u l t s  i n d i ­
c a t e d  t h a t  t h e  g e n e r a l  management L i t e r a t u r e  r e p o r t e d  t h a t  d i f f e r e n e s  
between l i n e  and s t a f f  managers  on c e r t a i n  p o s i t i o n ,  p e r s o n a l ,  and psy­
c h o l o g i c a l  v a r i a b l e s  can r e s u l t  i n  manager b e h a v i o r s  which a r e  o r g a n i z a ­
t i o n a l l y  r e l e v a n t .  V a r i a b l e s  which were I d e n t i f i e d  a s  b e h a v i o r - l i n k e d  
L i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h ro u g h  t e s t i n g  G ene ra l  H y p o th es i s  
I I  a r e  l i s t e d  In  T a b l e  4 . 4 .
Tab le  4 .4  B e h a v io r -L in k e d  L i n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e s  
I d e n t i f i e d  Through  T e s t i n g  G ene ra l  H y p o th e s i s  II
POSITION
• A u t h o r i t y e O p p o r tu n i t y  f o r  Advancement
With in  th e  O r g a n i s a t i o n
a S t a t u s
■ O p p o r tu n i t y  f o r  P r o f e s s i o n a l
• Acceptance Development
a J o b  S e c u r i t y • O p p o r tu n i t y  f o r  Communica­
t i o n *
• Autonomy
• D e f i n i t i o n  o f  Role
• R e s p o n s i b i l i t y
PERSONAL
• E d u ca t io n e P e r s o n a l  Appearance
* Age e S o c i a l  A c t i v i t i e s
PSYCHOLOGICAL
• Job S a t i s f a c t i o n e P e r c e p t i o n  o f  P r e f e r r e d  Role
• P e r c e p t i o n  of  Own U n i t * D i s p o s i t i o n  Toward Change
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N o te  t h a t  t h e  c o n t e n t  a n a l y s i s  p t o c e d u r e  used  In t e s t i n g  G ene ra l  
H ypo theses  I  and I I  r e d u c e d  t h e  o r i g i n a l  l i s t  of f o r t y  v a r i a b l e s  on 
which l i n e  and s t a f f  have b een  compared i n  one o r  b o t h  l i t e r a t u r e  s e t s  
t o  a l i s t  o f  e i g h t e e n  b e h a v i o r - l i n k e d  U n e - a t a f f  d i s t i n g u i s h i n g  v a r i ­
a b l e s  w h ich  were docum ented  In t h e  g e n e r a l  management l i t e r a t u r e .  In 
th e  n e a t  two s e c t i o n s  r e s u l t s  a r e  r e p o r t e d  f o r  t e s t i n g  General Hypothe­
s e s  I I I  and iv  t o  i d e n t i f y  b e h a v i o r - L i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  documented i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e #
G e n e r a l  H y p o t h e s i s  I I I
G e n e r a l  H y p o t h e s i s  l i t  was p a r t i a l l y  s u p p o r t e d .  Conten t  a n a l y s i s  
o f  t h e  h i g h e r  e d u c a t i o n  documents  r e v e a l e d  t h a t  t h e  l i t e r a t u r e  r e p o r t e d  
t h a t  t h e  l i n e - s t a f f  s t r u c t u r e  s h a p e s  some p o s i t i o n  c h a r a c t e r i s t i c s ,  
p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and  p s y c h o l o g i c a l  r e s p o n s e s  
d i f f e r e n t l y  f o r  aca d e m ic  l i n e  and s t a f f  managers# T a b l e  D-L, Appendix  
D, shows a  com ple te  b reak-dow n o f  t h e  c o n t e n t  a n a l y s i s  coding  r e s p o n s e s  
f o r  t h e  s i x  h i g h e r  e d u c a t i o n  documents  I n c l u d e d  i n  t e s t i n g  G e n e r a l  Hy­
p o t h e s i s  I I I ,  T a b l e  4 . 5  p r e s e n t s  a summary o f  t h e  r e s u l t s  f o r  t e s t i n g  
s p e c i f i c  h y p o t h e s e s  a s s o c i a t e d  w i th  G e n e r a l  H y p o t h e s i s  i l l .
The f r e q u e n c y  d a t a  shown i n  T ab le  4 . 5  c o n s t i t u t e d  t h e  b a s i s  f o r  
r e p o r t i n g  r e s u l t s  o f  t e s t i n g  G enera l  H y p o t h e s i s  111.  The r e s u l t s  of 
t e s t i n g  s p e c i f i c  h y p o t h e s e s  i n d i c a t e d  t h a t  academic l i n e  and s t a f f  man­
a g e r s  were  r e p o r t e d  to  d i f f e r  on f i f t e e n  o f  t h e  tw e n t y -o n e  v a r i a b l e s  
f o r  which  t h e r e  were  d a t a .  C o n s e q u e n t l y ,  w i th  a b o u t  71X o f  t h e  s p e c i f i c  
h y p o t h e s e s  fo r  w h ich  t h e r e  were  d a t a  s u p p o r t e d ,  t h e  p a r t i a l  s u p p o r t  fo r  
G enera l  H y p o t h e s i s  I I I  was m o d e r a t e l y  s t r o n g .
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T a b le  4*5 Summary o f  R e e u l t i  f o r  T e s t i n g  S p e c i f i c  Hypo theses  
A s s o c i a t e d  w i t h  G ene ra l  H y p o th e s i s  I I I
SPECIFIC HYPOTHESES RESULTS FREQUENCY
POSITION
HYP. I I I .  1 A u t h o r i t y SUPPORTED
HYP. I I I . 2 S t a t u s SUPPORTED
HYP. I I I . 3 A ccep tance SUPPORTED
HYP. I I I . 4 J ob  S e c u r i t y SUPPORTED
HYP. I I I . 5 Autonomy SUPPORTED
HYP. I I I . 6 R e s p o n s i b i l i t y NO DATA
HYP. I I I . 7 O p p o r t u n i t y  f o r  Advancement 
W i th in  O r g a n i z a t i o n
SUPPORTED
HYP. I I I . 8 O p p o r tu n i t y  f o r  Advancement 
A c ro s s  O r g a n i s a t i o n s
SUPPORTED
HYP. I I I . 9 C a r e e r  Path SUPPORTED
HYP. I I I . L G O p p o r t u n i t y  f o t  P r o f e s s i o n a l  
Development
NO DATA
HYP. I I I . 1 L O p p o r tu n i t y  f o r  Coiftmunlca- 
t  I o n a
NO DATA
HYP. 1 1 1 . 12 D e f i n i t i o n  or  Ro le /Task SUPPORTED
PERSONAL
HYP. I I I .  13 Educa t  ion SUPPORTED
HYP. 111.14 Gender SUPPORTED
3
2
1
1
1
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Table 4 .5  (continued)
SPECIFIC HYPOTHESES RESULTS FREQUENCY
f  PERSONAL ( c o n t i n u e d )
HYP. I I I . 15 Race SUPPORTED 1
HYP. 111.16 Age SUPPORTED 1
HYP. I I I . 17 M a r i t a l  S t a t u s NOT SUPPORTED 0
HYP. I I I . 18 P e r s o n a l  Appearance NO DATA -
HYP. I I I ,  19 S o c ia l  A c t i v i t i e s NO DATA -
a PSYCHOLOGICAL
HYP, 111.20 J o b  S a t i s f a c t i o n NO DATA -
HYP. 111.21 P e r c e p t io n  o f  Power SUPPORTED 1
HYP. 111,22 P e r c e p t i o n  o f  Needs S a t i s ­
f a c t i o n
NO DATA -
HYP, 111,23 P e r c e p t io n  o f  Im por tance  of 
Needs
NO DATA -
HYP. 111.24 P e r c e p t io n  o f  Im por tance  of 
In n e r  D i r e c t e d  Behavior
NO DATA -
HYP. 111.25 P e r c e p t io n  o f  Im por tance  of  
Other  D i r e c t e d  Behavior
NO DATA -
HYP. 111.26 P e r c e p t io n  o f  Own Unit NO DATA -
HYP. 111 ,27 p e r c e p t i o n  o f  C u r r e n t  Role NO DATA -
HYP. 111 .20 P e r c e p t i o n  o f  P r e f e r r e d  Role NO DATA -
HYP. 111 .29 D i s p o s i t i o n  Toward Change NO DATA -
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Table 4 . 5  (con t in ued )
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  PSYCHOLOGICAL ( c o n t i n u e d )
HYP. 111.30 P e r c e p t i o n  of  I n p o r t a n c e  of  
Work C o n d i t i o n s
NO DATA -
HYP. 111.31 P e r c e p t i o n  of  C o n d i t i o n s  of  
Work
NO DATA -
HYP. 111.32 p e r c e p t i o n  of  Im por tance  of  
Pay
NO DATA —
HYP. 111.33 S a t i s f a c t i o n  w i t h  Pay NO DATA -w-
HYP. t i l . 34 P e r c e p t i o n  o f  Im por tance  of 
E f f o r t  E x p e n d i tu r e
NO DATA -
HYP. I I I . 35 P e r c e p t i o n  o f  Job  Change in  
R e l a t i o n  to  Age I n c r e a s e
SUPPORTED 1
HYP. 111.36 P e r c e p t i o n  of  G r g a n l n a t i o n a l  
C h a r a c t e r i s t i c s
NOT SUPPORTED 0
HYP, 1 1 1 . 37 P e r c e p t i o n  of  Bases  of 
S t a f f  Power
NOT SUPPORTED $
HYP. 111.35 P e r c e p t i o n  of  Amount of  
S t a f f  Power
NOT SUPPORTED 0
HYP. 111.39 P e r c e p t i o n  o f  S t a t u s  o f  
S t a f f
NOT SUPPORTED 0
HYP. 111.40 p e r c e p t i o n  of  A l l o c a t i o n  of  
Resources
■ ■
NOT SUPPORTED 0
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As shown i n  T ab le  4 . 5 ,  of t h e  f o r t y  s p e c i f i c  h y p o th e s e s ,  f i f t e e n  
were s u p p o r t e d ,  e l s  were n o t  s u p p o r t e d ,  and the remain ing  n in e te e n  had 
no d a t a ,  I . e . ,  academic l i n e  and s t a f f  managers Mere no t  con pared on 
t h e  v a r i a b l e s .  Anong th e  twelve  p o s i t i o n  v a r i a b l e s ,  the  n in e  hypothe­
s e s  f o r  which t h e r e  were d a t a  were s u p p o r t e d .  The remain ing  th ree  pos­
i t i o n  v a r i a b l e s  had no d a t a .  Comparison of  r e s u l t s  on p o s i t i o n  v a r i ­
a b l e s  f o r  G ene ra l  H y p o th es i s  I w i t h  r e s u l t s  of  Genera l  Hypothesis  [ I I  
i n d i c a t e d  t h a t  f o r  t h e  s p e c i f i c  h y p o th e s e s  fo r  which both  l i t e r a t u r e  
s e t s  had d a t a ,  t h e  r e s u l t s  of t e s t i n g  were the  same: l i n e  and s t a f f
were r e p o r t e d  t o  d i f f e r  on A u t h o r i t y ,  S t a t u s ,  Accep tance ,  Job S e c u r i t y ,  
Autonomy, O p p o r t u n i t y  f o r  Advancement w i t h i n  the O r g a n i s a t i o n ,  and 
D e f i n i t i o n  of  R o le .  Moreover,  a l t h o u g h  t h e  gene ra l  management l i t e r a ­
t u r e  documented th e s e  v a r i a b l e s  a s  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  
f a r  more o f t e n  th a n  d id  t h e  h i g h e r  e d u c a t io n  l i t e r a t u r e ,  both s e t s  doc­
umented A u t h o r i t y  most o f t e n .
Among t h e  seven  p e r s o n a l  v a r i a b l e s ,  t h e  r e s u l t s  I n d ic a t e d  t h a t  spe­
c i f i c  h y p o t h e s e s  about  t h e  fou r  v a r i a b l e s  E duca t ion ,  Gender,  Race, and 
Age were s u p p o r t e d ,  w h i l e  academic  l i n e  and s t a f f  were repor ted  no t  to  
d i f f e r  on t h e  v a r i a b l e  M a r i t a l  S t a t u s .  The h ig h e r  e duca t ion  l i t e r a t u r e  
d i d  n o t  compare l i n e  and s t a f f  managers  on the  v a r i a b l e s  Personal  Ap­
p e a r a n c e  and S o c i a l  A c t i v i t i e s .  Among th e  s p e c i f i c  hypotheses fo r  per ­
s o n a l  v a r i a b l e s  which were s u p p o r t e d ,  none was documented more than 
o n c e .  Comparison qf  r e s u l t s  f o r  G ene ra l  Hypotheses I I I  with  those f o r  
G e n e ra l  H y p o th e s i s  1 i n d i c a t e d  t h a t  on hypo theses  f o r  which both th e  
g e n e r a l  management l i t e r a t u r e  and th e  h i g h e r  e d u c a t io n  L i t e r a t u r e  had
155
d a t a ,  F in d in g *  ware th e  4 a n e .  Both  s e t s  o f  l i t e r a t u r e  r e p o r t e d  Line 
and  s t a f f  t o  d i f f e r  on th e  v a r i a b l e s  E d u c a t i o n ,  G ender ,  R a c e ,  and Age.
Among t h e  tw e n ty -o n e  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  t o  p s y c h o l o g i ­
c a l  v a r i a b l e s ,  t e s t i n g  o f  G e n e r a l  H y p o th e s i s  I I I  r e v e a l e d  s u p p o r t  f o r  
o n l y  two v a r i a b l e s :  P e r c e p t i o n  of Power and P e r c e p t i o n  o f  J o b  Change
O p p o r t u n i t y  i n  R e l a t i o n  t o  Age I n c r e a s e *  N e i t h e r  v a r l a b L e  was documented  
a s  an  academic  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  more t h a n  once* Aca­
demic  l i n e  and  s t a f f  were compared and r e p o r t e d  n o t  to  d i f f e r  on th e  
f i v e  p s y c h o l o g i c a l  v a r i a b l e s  P e r c e p t i o n  of  O r g a n i z a t i o n a l  C h a r a c t e r i s ­
t i c s ,  P e r c e p t i o n  o f  Bases of S t a f f  Power,  P e r c e p t i o n  o f  Amount o f  S t a f f  
Power ,  P e r c e p t i o n  of  S t a t u s  o f  S t a f f ,  and P e r c e p t i o n  o f  A l l o c a t i o n  of 
R e s o u r c e s .  F o r  t h e  r e m a in in g  f o u r t e e n  p s y c h o l o g i c a l  v a r i a b l e s ,  t h e r e  
were  no d a t a .  Comparlons o f  r e s u l t s  f o r  t h e  h i g h e r  e d u c a t i o n  L i t e r a ­
t u r e  w ith  r e s u l t s  f o r  t h e  g e n e r a l  management l i t e r a t u r e  i n d i c a t e d  t h a t  
t h e r e  were no s p e c i f i c  h y p o t h e s e s  f o r  which b o t h  had d a t a ,
In summary,  th e  r e s u l t s  o f  t e s t i n g  G e n e r a l  H y p o t h e s i s  111 I n d i c a t e d  
t h a t  the  h i g h e r  e d u c a t i o n  l i t e r a t u r e  r e p o r t e d  t h e  l l n e - s t e f f  s t r u c t u r e  
t o  shape c e r t a i n  p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  
c r i t e r i a ,  a n d  p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  aca d e m ic  l i n e  and 
s t a f f  m a n a g e r s . V a r i a b l e s  which were  i d e n t i f i e d  a s  a c a d e m i c  l i n e - s t a f f  
d i s t i n g u i s h i n g  v a r i a b l e s  t h r o u g h  t h e  c o n t e n t  a n a l y s i s  p r o c e d u r e  a r e  
l i s t e d  In T a b l e  4 , 6 ,  Compar ison o f  f i n d i n g s  o f  G en e ra l  H y p o t h e s i s  1 
w i t h  th o s e  o f  G e n e ra l  H y p o th e s i s  I I I  i n d i c a t e d  t h a t  t h e  r e s u l t s  f o r  t h e  
g e n e r a l  management l i t e r a t u r e  and t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  w e r e  
t h e  same f o r  t h o s e  s p e c i f i c  h y p o t h e s e s  f a r  w h ic h  bo th  h a d  d a t a *  Over­
a l l ,  academic  l i n e  and s t a f f  m anagers  ware compared on f e w e r  v a r i a b l e s
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Tab le  4*6 Academic Line-S t a f f  D i s t i n g u i s h i n g  V a r i a b l e s  
I d e n t i f i e d  Through T e s t i n g  G ene ra l  H y p o th e s i s  111
POSITION
* A u t h o r i t y * O p p o r t u n i t y  f o r  Advancement
W i th in  t h e  o r g a n i z a t i o n
• S t a t u s
• O p p o r t u n i t y  f o r  Advancement
• Acceptance Across  O r g a n i z a t i o n s
a Job  S e c u r i t y a C a re e r  P a th
• Autonomy a D e f i n i t i o n  of  Role
PERSONAL
« E d u c a t io n • Race
* Gende r * Age
PSYCHOLOGICAL
a P e r c e p t i o n  of  Power • p e r c e p t i o n  of  J o b  Change
O p p o r t u n i t y  i n  R e l a t i o n  to
Age I n c r e a s e
than  managers  In  o t h e r  o r g a n i s a t i o n s .  M oreover ,  v a r i a b l e s  which were 
r e p o r t e d  t o  be l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  In b o th  l i t e r a t u r e  
s e t s  were documented much more f r e q u e n t l y  In t h e  g e n e r a l  management l i t ­
e r a t u r e  t h a n  In t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  Academic L l n e - s t a f f  
d i s t i n g u i s h i n g  v a r i a b l e s  shown In  T ab le  4*6 were  used  t o  f o rm u la te  s p e ­
c i f i c  h y p o th e s e s  f o r  G ene ra l  H y p o th e s i s  IV. The r e s u l t s  of  t e s t i n g  
Genera l  H y p o t h e s i s  IV a r e  r e p o r t e d  be low.
Genera l  H y p o t h e s i s  IV 
Genera l  H y p o t h e s i s  IV was p a r t i a l l y  s u p p o r t e d *  C o n te n t  a n a l y s i s  
of  the  h i g h e r  e d u c a t i o n  l i t e r a t u r e  r e v e a l e d  t h a t  documents r e p o r t e d  t h a t
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d i f f e r e n c e *  be tween academic  l i n e  end s t a f f  managere on c e r t a i n  p o s i t i o n ,  
p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  can  r e s u l t  I n  manager b e h a v i o r s  
which  a r e  r e l e v a n t  to  i n s t i t u t i o n a l  f u n c t i o n i n g .  T a b l e  D-2, Appendix  D, 
shows a com ple te  break-down o f  t h e  c o n t e n t  a n a l y s i s  coding  r e s p o n s e s  f o r  
t h e  s i x  h ig h e r  e d u c a t i o n  documents i n c l u d e d  In  t e s t i n g  General  Hypoth­
e s i s  IVi Table 4 .7  p r e s e n t s  a summary o f  t h e  r e s u l t s  fo r  t e s t i n g  s p e ­
c i f i c  hypo theses  a s s o c i a t e d  w i th  Genera l  H y p o th e s i s  IV,
The f r e q u e n c y  d a t a  p r e s e n t e d  in  T a b l e  4 .7  c o n s t i t u t e d  th e  b a s e s  f o r  
r e p o r t i n g  r e s u l t s  of  t e s t i n g  G e n e ra l  H y p o th e s i s  IV. As th e s e  d a t a  
showed,  d i f f e r e n c e s  be tween  academic l i n e  and s t a f f  n a n ag e ts  on s i x  o f  
t h e  f i f t e e n  v a r i a b l e s  were l i n k e d  to  b e h a v i o r  In  a t  l e a s t  one do cu m en t .  
With only  401 o f  the s p e c i f i c  h y p o th e s e s  s u p p o r t e d ,  General  H y p o t h e s i s  
IV was r a t h e r  p o o r l y  s u p p o r t e d  i n  com par i son  to  G e n e r a l  Hypotheses  
I - I I I .
As Table 4 , 7  shows, among t h e  n in e  s p e c i f i c  h y p o th e s e s  p e r t a i n i n g  
t o  p o s i t i o n  v a r i a b l e s  o n l y  t h r e e  were s u p p o r t e d :  A u t h o r i t y ,  Autonomy,
and D e f i n i t i o n  o f  Role .  Coo par  l a o n  of  t h e  f i n d i n g s  o f  Genera l  H ypo th ­
e s i s  IV on p o s i t i o n  v a r i a b l e s  w i th  t h o s e  o f  G e n e r a l  H ypothes is  I I  i n d i ­
c a t e d  t h a t  t h e s e  t h r e e  v a r i a b l e s  wars i d e n t i f i e d  a s  b e h a v i o r - l i n k e d  
l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  I n  b o t h  l i t e r a t u r e  a e t s .  However,  
w h i l e  the g e n e r a l  management l i t e r a t u r e  a l s o  r e p o r t e d  d i f f e r e n c e s  on 
t h e  v a r i a b l e s  S t a t u s ,  A cc e p ta n c e ,  Job S e c u r i t y ,  and O p p o r tu n i ty  f o r  Ad­
vancement w i t h i n  t h e  O r g a n i s a t i o n  t o  be l i n k e d  t o  b e h a v i o r ,  t h e  h i g h e r  
e d u c a t i o n  l i t e r a t u r e  d id  n o t .  P u r t h a r ,  on th e  two p o s i t i o n  v a r i a b l e s  
in c lu d e d  in  s p e c i f i c  h y p o th e s e s  f o r  G e n e ra l  H y p o t h e s i s  IV but n o t  i n ­
c l u d e d  for  G e n e ra l  H y p o th e s i s  I I ,  O p p o r t u n i t y  f o r  Advancement A c ro s s
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T a b l e  4 .7  Summary of  R e s u l t s  f o r  T e s t i n g  S p e c i f i c  Hypotheses 
A s s o c i a t e d  w i t h  G e n e ra l  H ypo thes i s  IV
1
SPECIFIC HYPOTHESES RESULTS FREQUENCY
•  POSITION
HYP. I V . 1 A u t h o r i t y SUPPORTED I
HYP. I V . 2 S t a t u s / S a l a r y NOT SUPPORTED 0
HYP. I V . 3 A ccep tance NOT SUPPORTED 0
HYP. I V . 4 Job  S e c u r i t y NOT SUPPORTED 0
HYP. I V , 5 Autonomy SUPPORTED L
HYP. IV .6 O p p o r t u n i t y  f o r  Advancement 
W i th in  O r g a n i z a t i o n
NOT SUPPORTED 0
HYP. IV .7 O p p o r t u n i t y  f o r  Advancement 
A c m e s  O r g a n i z a t i o n s
NOT SUPPORTED 0
HYP. I V . 8 C a re e r  P a th NOT SUPPORTED 0
HYP, I V . 9 D e f i n i t i o n  o r  R a l e /T a s k SUPPORTED 1
» PERSONAL
HYP. I V . 10 E d u c a t io n NOT SUPPORTED 0
HYP, I V . 11 Gender SUPPORTED 1
HYP. I V . 12 Race SUPPORTED t
HYP. I V . 13 Age NOT SUPPORTED 0
•  PSYCHOLOGICAL
HYP. I V . 14 P e r c e p t i o n  o f  Power SUPPORTED 1
HYP. I V . 15 P e r c e p t i o n  o f  J o b  Change In 
R e l a t i o n  to  Age I n c r e a s e
NOT SUPPORTED 0
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Organizat ions  and Career Path,  the r e s u l t s  shoved t h a t  the h igher  educa­
t i o n  L i t e r a tu re  did not report  d i f f e r e n c e s  between academic managers on 
these  v a r i ab le s  to  be associa ted  with behavior .
Among the  four spec i f ic  hypotheses p e r ta in in g  to  personal  va r iab les ,  
the r e s u l t s  of t e s t i n g  General Hypothesis IV showed th a t  hypotheses for 
Gender and Race were supported, hut those for Education and Age were 
n o t .  These four hypotheses were t e s t e d  for both  L i t e r a tu r e  s e t s ,  and 
comparison of f ind ings  Indicated t h a t  r e s u l t s  fo r  the h igher  education 
l i t e r a t u r e  and the general management l i t e r a t u r e  were e x a c t ly  opposite.
Only one of the two s p e c i f i c  hypotheses fo r  General Hypothesis IV 
p e r t a in in g  to  psychological v a r i a b l e s  was supported .  Resul ts  of tes t ing  
in d ica ted  th a t  the  higher educat ion L i te ra tu re  repor ted  d i f f e ren ce s  be­
tween academic l ine  and s t a f f  managers on the v a r i a b l e  Perception of 
power to  be l inked  to o rg an isa t io n a l ly  re levan t  behavior .  Difference 
between managers on the var iab le  Perception of Job Change Opportunity 
in  Rela t ion  to Age increase was not reported to  be a s so c ia ted  with be­
hav io r .  None of the sp ec i f ic  hypotheses for psychologica l  var iab les  
t e s t e d  for  General Hypothesis IV were te s ted  fo r  General Hypothesis I I ,  
hence comparison of re su l t s  was not poss ib le .
In summary, the  re su l t s  of t e s t i n g  General Hypothesis IV indicated 
the higher education l i t e r a t u r e  reported  that  d i f f e r e n c e s  between aca­
demic l ine  and s t a f f  managers on c e r t a i n  p o s i t i o n ,  pe rsona l ,  and psycho­
lo g ic a l  v a r i a b l e s  can resu l t  In behaviors  which are  re lev an t  to organi­
z a t io n a l  fu n c t io n in g .  Variables i d e n t i f i e d  as academic behavior-l inked 
l l n e - s t a f f  d i s t in g u ish in g  v a r i a b l e s  through t e s t i n g  General Hypothesis
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IV a r e  l i s t e d  I n  T ab le  A.8 .  With o n ly  40K of t h e  s p e c i f i c  h y p o th e s e s  
s u p p o r t e d ,  o v e r a l l  s u p p o r t  f o r  G en e ra l  H y p o th e s i s  IV was r e l a t i v e l y  p o o r .
Tab le  A.A Academic B eh av io r -L in k e d  L l n e - S t a f f  D i s t i n g u i s h i n g  
V a r i a b l e s  I d e n t i f i e d  Through T e s t i n g  Genera l  H y p o th e s i s  IV
POSITION
• Authority •  D e f in i t io n  of Role
• Autonomy
PERSONA!
» Gender a Race
PSYCHOLOGICAL
e Perception of Power
When r e s u l t s  on s h a re d  h y p o th e se s  were compared f o r  the  two l i t e r ­
a t u r e  s e t s .  I t  v a s  found t h a t  the  h ig h e r  e d u c a t i o n  documents  a d d r e s s e d  
th e  r e l a t i o n s h i p  between l l n e - s t a f f  d i f f e r e n c e  and b e h a v i o r  l e a s  o f t e n  
th a n  th e  g e n e r a l  management l i t e r a t u r e .  However,  where the  r e l a t i o n s h i p  
was examined In t h e  academic docum ents ,  r e s u l t s  f o r  p o s i t i o n  v a r i a b l e s  
matched those  f o r  t h e  g e n e r a l  management l i t e r a t u r e ,  w h i l e  r e s u l t s  f o r  
t h e  p e r s o n a l  v a r i a b l e s  d i d  n o t .  S p e c i f i c a l l y ,  on th e  p e r s o n a l  v a r i a b l e s ,  
t h e  h i g h e r  e d u c a t io n  l i t e r a t u r e  r e p o r t e d  d i f f e r e n c e s  between academic  
l i n e  and s t a f f  managers on t h e  v a r i a b l e s  Gender and Race to be a s s o c i a t e d  
w i th  b e h a v i o r ,  b u t  d id  n o t  l i n k  d i f f e r e n c e s  on the  v a r i a b l e s  E d u c a t io n  
and Age t o  b e h a v i o r .  The g e n e r a l  management l i t e r a t u r e  r e p e a t e d l y  do cu -  
mented Educa tion  and Age a s  b e h a u l o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g
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v a r i a b l e s ,  b u t  d i d  n o t  r e p o r t  d i f f e r e n c e s  between l i n e  and s t a f f  mana­
g e r s  o r  Gender and Race t o  be a s s o c i a t e d  w i th  b e h a v i o r .
O v e r a l l ,  com par ison  of  r e s u l t s  o f  t e s t i n g  G ene ra l  Hypotheses I - t v  
i n d i c a t e d  t h a t  f i n d i n g s  were most s i m i l a r  f o r  G e n e ra l  Hypotheses  I and
I I I  and l e a s t  s i m i l a r  f o r  Genera l  Hypothesea  i t  and IV. For General  
H ypo theses  1 and I I I ,  where  b o th  l i t e r a t u r e  s e t s  had d a t a  on a v a r i a b l e ,  
i t  was documented a s  a l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  by the  g e n e ra l  
management l i t e r a t u r e  and th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  For G enera l  
H ypo theses  I I  and IV, where b o th  l i t e r a t u r e  s e t s  had d a t a  on a v a r i a b l e ,  
r e s u l t s  s o m e t in e s  v a r i e d  between t h e  document s e t s  r e g a r d i n g  r e p o r t s  of  
a v a r i a b l e  as  a b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e .
The r e s u l t s  of  t h e  c o n t e n t  a n a l y s i s  p ro ced u re  i n d i c a t e d  t h a t  th e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e  compared l i n e  and s t a f f  on fewer v a r i a b l e s  
than  t h e  g e n e r a l  management l i t e r a t u r e  and a d d re s s e d  th e  r e l a t i o n s h i p  
between d i f f e r e n c e s  on v a r i a b l e s  and b e h a v i o r  l e s s  o f t e n ,  As shown pre­
v i o u s l y  i n  T ab le  4 . 4 ,  t e s t i n g  G en e ra l  Hypotheses I  and I I  reduced th e  
o r i g i n a l  s e t  of f o r t y  v a r i a b l e s  t o  e i g h t e e n  f o r  the  g e n e r a l  management 
l i t e r a t u r e .  As shown i n  Table  4 . 8  t e s t i n g  Genera l  Hypotheses  l i t  and
IV r e d u c e d  th e  o r l g i n a L  f o r t y  v a r i a b l e s  to  s i n  fo r  t h e  h i g h e r  educa t ion  
l i t e r a t u r e .  In t h e  n e x t  s e c t i o n ,  t h e s e  two s e t s  o f  b e h a v i o r - l i n k e d  l l n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  a r e  i n t e g r a t e d  to  form th e  can d id a te  v a r i ­
a b l e  l i s t .
C a n d id a te  V a r i a b l e s
The c r i t e r i o n  f o r  i n c l u s i o n  on th e  c a n d i d a t e  v a r i a b l e  l i s t  was 
t h a t  a  v a r i a b l e  be documented a t  l e a s t  once by th e  g e n e r a l  management
162
l i t e r a t u r e  o r  t h e  h i g h e r  e d u c a t i o n  L i t e r a t u r e  a s  a  b e h a v i o r - L in k e d  l i n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e .  The r e s u l t s  o f  t e s t i n g  G en e ra l  H ypothe­
s e s  l-TV showed t h a t  t w e n t y - o n e  v a r i a b l e s  n e t  t h i s  c r i t e r i o n .  These  
c a n d i d a t e  v a r i a b l e s  a r e  H a t e d  I n  Table  4 . 9 ,  w i th  t h e  s o u r c e ( s )  o f  
d o c u m e n ta t i o n  I n d i c a t e d .
N in e t e e n  v a r i a b l e s  d i d  n o t  meet  t h e  c r i t e r i o n  f o r  I n c l u s i o n  on t h e  
c a n d i d a t e  v a r i a b l e  l i s t .  E x c l u s i o n  From t h e  L i s t  does  n o t  mean t h a t  
t h e s e  v a r i a b l e s  a r e  n e c e s s a r i l y  u n im p o r t a n t *  A d d i t i o n a l  I n f o r m a t io n  
a b o u t  t h e s e  v a r i a b l e s  I s  p r o v i d e d  in  a s u b s e q u e n t  s e c t i o n  of  the  r e p o r t .
Based on t h e  r e s u l t s  o f  th e  c o n t e n t  a n a l y s i s  o f  th e  g e n e r a l  manage­
ment l i t e r a t u r e  and th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  th e  tw en ty -one  
v a r i a b l e s  shown i n  T ab le  4 . 9  were c o n s i d e r e d  t h o s e  which p o t e n t i a l l y  
c o u l d  d i s t i n g u i s h  be tw ee n  academ ic  l i n e  and  s t a f f  managers  and th o s e  
For which d i f f e r e n c e s  be tw een  academic  l i n e  and s t a f f  managers  a r e  most  
l i k e l y  to  r e s u l t  i n  b e h a v i o r s  which a r e  o r g a n i z a t i o n a l l y  r e l e v a n t .  As 
s u c h ,  t h e s e  v a r i a b l e s  were d e s i g n a t e d  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  
In  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  To m e asu re  t h e  s t r e n g t h  of each  
v a r i a b l e  ss  a c a n d i d a t e  f o r  f u t u r e  r e s e a r c h ,  a  w e ig h t in g  scheme was 
d e v e l o p e d  and a p p l i e d  t o  c a l c u l a t e  c a n d i d a t e  v a r i a b l e  s t r e n g t h  s c o r e s .  
The r e s u l t s  o f  w e i g h t i n g  t h e  c a n d i d a t e  v a r i a b l e s  a r e  p r e s e n t e d  in  t h e  
n e x t  s e c t i o n .
C a n d i d a t e  V a r i a b l e  S t r e n g t h
C a n d id a te  v a r i a b l e  s t r e n g t h  was m easu red  by s c o r i n g  t h e  tw e n t y -o n e  
b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  on e i g h t  w e ig h t in g  
f a c t o r s .  Three  v a r i a b l e s  w e re  I d e n t i f i e d  a s  hav ing  h i g h  c a n d i d a t e
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Table 4*9 C an d id a te  V a r ia b l e s
CANDIDATE VARIABLES SOURCE( S)
* POSITION
A u th o r i t y Doth
S t a t u s Genera l  Management
Acceptance G ene ra l  Management
Job S e c u r i t y Genera l  Management
Autonomy Doth
R e s p o n s i b i l i t y Genera l  Management
Op./Advancement W ith in  O rg . Genera l  Management
O p * /P ro fe a a l o n a l  Development G ene ra l  Management
Op*/Common 1ca t  lane Genera l  Management
D e f i n i t i o n  of  Role Doth
■ PERSONAL
E duca t ion Genera l  Management
Gender Higher E d u ca t io n
Race Higher  E d u ca t io n
Age G ene ra l  Management
Appearance Genera l  Management
S o c i a l  A c t i v i t i e s Genera l  Management
•  PSYCHOLOGICAL
Job S a t i s f a c t i o n Genera l  Management
P e r c e p t i o n  of  Power Higher E du ca t io n
P e r c e p t i o n  of  Own Uni t Genera l  Management
P e r c e p t i o n  of  P r e f e r r e d  Role G enera l  Management
D i s p o s i t i o n  Toward Change G en e ra l  Management
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v a r i a b l e  s t r e n g t h ,  seven  were  I d e n t i f i e d  a s  h a v in g  medium s t r e n g t h ,  and 
e leven  w e re  found  to  h ave  low o r  very  low c a n d i d a t e  v a r i a b l e  s t r e n g t h ,
A b r e a k  down of t h e  r e s u l t s  of w e ig h t in g  e a c h  v a r i a b l e  on th e  e i g h t  
f a c t o r s  i s  p r e s e n t e d  In T a b l e  4 ,10 ,  As T a b l e  4 .10  shows,  e a c h  v a r i a b l e  
was s c o r e d  on t h e  f o l l o w i n g  f a c t o r s j
•  C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  as s u c h  In  t h e  h i g h e r  e d u c a t i o n  
L i t e r a t u r e  ( w e i g h t  -  5 ) .
e C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  a s  s u c h  In  the  g e n e r a l  management 
l i t e r a t u r e  (w e ig h t  -  4 ) ,
•  C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  as a  d i s t i n g u i s h i n g  v a r i a b l e  In  
t h e  h i g h e r  e d u c a t i o n  middle management l i t e r a t u r e  I n  over  o n e -  
h a l f  of  t h e  docum ents  In which m anagers  were compared on the 
v a r i a b l e  (w e ig h t  •* 3 ) ,
•  C a n d i d a t e  v a r i a b l e  l i n k e d  to  b e h a v i o r  i n  over  o n e - h a l f  o f  th e  
g e n e r a l  m anagem en t /h igher  e d u c a t io n  documents i n  which  I t  was 
i d e n t i f i e d  as a l i n e - e t a f f  d i s t i n g u i s h i n g  v a r i a b l e  ( w e i g h t  ■ 2 ) .
•  C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  a s  a  l l n e - s t a f f  d i s t i n g u i s h i n g
v a r i a b l e  in  over  o n e - h a l f  of  the g e n e r a l  m a n agem e n t /h ighe r  edu­
c a t i o n  documents I n  which l in e  and s t a f f  were compared  on the 
v a r i a b l e  (w e ig h t  ■ 2 ) ,
a C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  a s  s u c h  in  f i v e  o r  more g e n e r a l
m a n a g em e n t /h ig h e r  e d u c a t io n  documents (weight  > 2 ) ,
•  C a n d i d a t e  v a r i a b l e  I d e n t i f i e d  as s u c h  i n  bo th  q u a l i t a t i v e  and
q u a n t i t a t i v e  g e n e r a l  management/h igher  e d u c a t i o n  docum ents  
( w e i g h t  -  1 ) .
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•  PSYCHOLOGICAL
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167
•  C a n d i d a t e  v a r i a b l e  i d e n t i f i e d  a s  s u c h  In  t h e  g e n e r a l  management/  
h i g h e r  e d u c a t i o n  l i t e r a t u r e  d u r i n g  th e  p e r i o d s t  1974-1964 
( w e i g h t  -  Z) I  1963-1973 ( w e ig h t  -  1 ) ;  1950-1962 ( w e i g h t  * 1 ) .
Sources  o f  d a t a  fo r  t h e s e  f a c t o r s  were l i s t e d  p r e v i o u s l y  i n  T ab la  3*6 ,
and r e l e v a n t  Summaries o f  c o d in g  r e s p o n s e s  f o r  t h e  g e n e r a l  management 
and h i g h e r  e d u c a t i o n  l i t e r a t u r e  a r e  a v a i l a b l e  i n  A p p e n d ic e s  C and D.
A break-down of cod ing  r e s p o n s e s  f o r  t h e  m idd le  management l i t e r a t u r e  
i s  shown i n  T ab le  E - l , Appendix E.
In a d d i t i o n  to  showing  th e  r e s u l t s  o f  w e i g h t i n g  on i n d i v i d u a l  f a c ­
t o r s  f o r  c a n d i d a t e  v a r i a b l e s ,  T ab le  4 .1 0  r e p o r t s  e a c h  v a r i a b l e ’ s  t o t a l  
s c o r e ,  i t s  r a n k  w i t h i n  v a r i a b l e  t y p e ,  a n d  i t s  r a n k  among v a r i a b l e  t y p e s .
O v e r a l l ,  t h e  p o s i t i o n  v a r i a b l e s  A u t h o r i t y  and D e f i n i t i o n  o f  R o le  o b ­
t a i n e d  th e  h i g h e s t  t o t a l  s c o r e s  and r a n k i n g s  b o th  w i t h i n  and among v a r i ­
a b l e  t y p e s .  The p s y c h o l o g i c a l  v a r i a b l e  J o b  S a t i s f a c t i o n  o b t a i n e d  t h e  
lo w e s t  s c o r e  and was r a n k e d  l a s t  bo th  w i t h i n  and among v a r i a b l e  t y p e s .  
Kate t h a t  a l l  of  t h e  w e i g h t i n g  f a c t o r s  e x c e p t  o n e ,  " I d e n t i f i c a t i o n  a s  
a  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  In  o v e r  o n e - h a l f  o f  t h e  g e n e r a l  
m a n a g em e n t /h ig h e r  e d u c a t i o n  documents i n  which  l i n e  and s t a f f  were  com­
pe red  on t h e  v a r i a b l e , "  c o n t r i b u t e d  to  m e a s u r i n g  r e l a t i v e  s t r e n g t h s  
among th e  v a r i a b l e s .  On t h i s  f a c t o r ,  a i l  c a n d i d a t e  v a r i a b l e s  met t h e  
s c o r i n g  c r i t e r i o n .  These  r e m i t s  e m p h a s i z e d  th e  f a c t  t h a t  e a c h  o f  t h e  
c a n d i d a t e  v a r i a b l e s  was w e l l  documented a s  a  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e  i n  s p i t e  of  t h e  f a c t  t h a t  some w ere  l e s s  w e l l  s u b s t a n t i a t e d  
th a n  o t h e r s  a s  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s ,
In  T a b l e  4.11 th e  r e s u l t s  of  a p p l y i n g  th e  w e i g h t i n g  f a c t o r s  a r e  
summarized ,  w i th  c a n d i d a t e  v a r i a b l e s  s o r t e d  by r a n k  among t y p e s .  S c o re s
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T a b le  4*11 C an d id a te  V a r i a b l e s  Ranked f a r  S t r e n g t h  
Among V a r i a b l e  Types
CANDIDATE VARIABLES TYPE SCORE RANK
A u t h o r i t y P o s i t i o n 23 1
D e f i n i t i o n  o f  Role P o s i t i o n 23 L High
S t r e n g t h
Autonomy P o s i t i o n 11 2
S t a t u e P o s i t i o n L8 3
Acceptance P o s i t i o n 18 3
Op. / Advance,  W ith in  O rg . P o s i t i o n 16 3
E d u ca t io n P e r s o n a l 18 3 Medium
S t r e n g t h
Op */Communica tions P o s i t i o n 17 4
R e s p o n s i b i l i t y P o s i t i o n 15 5
D i s p o s i t i o n  Toward Change P s y c h o l o g l e a l 15 5
O p . / P r o f .  Development P o s i t i o n 12 6
Sender P e r s o n a l 12 6
Race P e r s o n a l 12 6
Age P e r s o n a l 12 6
P e r s o n a l  Appearance P e r s o n a l 12 6
Low
S o c ia l  A c t i v i t i e s P e r s o n a l 12 6 to
Very
P e r c e p t . / P o w e r P s y c h o l o g i c a l 11 7 Low
S t r e n g t h
p e rc e p t . / O w n  Uni t P s y c h o l o g i c a l 11 7
P e r c e p t . / P r e f e r r e d  Role P s y c h o l o g i c a l 9 8
Job S e c u r i t y P o s i t i o n 8 9
Job S a t i s f a c t i o n P s y c h o l o g i c a l 7 10
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o b ta in e d  from w e ig h t in g  t h e  c a n d i d a t e  v a r i a b l e s  r e s u l t e d  In t h r e e  
I d e n t i f i a b l e  c l u s t e r s  o f  v a r i a b l e s ;  t h o s e  which  showed h i g h  s t r e n g t h  a s  
co n te n d a re  f o r  f u t u r e  r e s e a r c h ;  t h o s e  which showed medium s t r e n g t h ;  
and t h o s e  which showed low t o  very  low s t r e n g t h *  V a r i a b l e s  which f e l l  
i n t o  t h e  f i r s t  g roup  I n c l u d e d  A u t h o r i t y *  D e f i n i t i o n  o f  Role* and Auton­
omy— a l l  p o s i t i o n  v a r i a b l e s  which were  documented i n  t h e  g e n e r a l  manage­
ment l i t e r a t u r e  and th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  a s  b e h a v i o r - l i n k e d  
l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s .  I n c l u s i o n  i n  t h i s  g roup  I n d i c a t e d  
t h a t  t h e s e  c a n d i d a t e  v a r i a b l e s  showed v e r y  h ig h  s t r e n g t h  In  te rms of  
b r e a d th  of docum en ta t ion*  c o n s i s t e n c y  I n  f i n d i n g s *  f r e q u e n c y  o f  d ocu ­
m e n ta t i o n ,  and amount q f  i n t e r e s t  shown by th e  l i t e r a t u r e  over  th e  
p e r io d  f o r  which documents were  examined*
Seven v a r i a b l e s  f e l l  I n t o  t h e  seco n d  group* Among th e s e *  th e  p o s i ­
t i o n  v a r i a b l e s  S t a t u s *  A ccep tance*  and O p p o r t u n i t y  f o r  Advancment With­
i n  th e  O r g a n i z a t i o n ,  and t h e  p e r s o n a l  v a r i a b l e  E d u c a t i o n  o b ta in e d  v a r i ­
a b l e  s t r e n g t h  s c o r e s  which were  d i f f e r e n t i a t e d  from t h o s e  o f  the v a r i ­
a b l e s  i n  t h e  h ig h  s t r e n g t h  g r o u p  by o n l y  one f a c t o r t  " d o c u m e n ta t io n  a s  
a c a n d i d a t e  v a r i a b l e  by t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e * ” O therw ise*  
the  r e s u l t s  I n d i c a t e d  t h a t  t h e s e  v a r i a b l e s  r e c e i v e d  c o n s i d e r a b l e  s u b s t a n ­
t i a t i o n  i n  t h e  l i t e r a t u r e  a s  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s .  Also t h e y  were I d e n t i f i e d  a s  d i s t i n g u i s h i n g  v a r i a b l e s  in  
t h e  midd le  management l i t e r a t u r e .  The p o s i t i o n  v a r i a b l e  O p p o r tu n i ty  f o r  
C o n a u n ic a t lo n a  was a l s o  w e l l  documented and w id e ly  a d d r e s s e d ,  a l t h o u g h  
i t  was n o t  i d e n t i f i e d  a s  a  c a n d i d a t e  v a r i a b l e  d u r i n g  t h e  p e r i o d  1950- 
1962* The p o s i t i o n  v a r i a b l e  R e s p o n s i b i l i t y  and t h e  p s y c h o l o g i c a l  v a r i ­
a b l e  D i s p o s i t i o n  Toward Change o b t a i n e d  t h e  lo w es t  w e i g h t i n g  s c o r e s  o f
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th e  v a r i a b l e s  I n c l u d e d  In t h e  medium s t r e n g t h  group* In  b o th  c a s e s ,  
th e  Lower s c o r e s  r e s u l t e d  from th e  f a c t  t h a t  n e i t h e r  v a r i a b l e  was docu­
mented i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  o r  a d d r e s s e d  i n  t h e  m idd le  
management L i t e r a t u r e *  O th e rw i s e ,  t h e s e  v a r i a b l e s  were w e l l  documented 
and i n t e r e s t  i n  them h a s  c o n t in u e d  over  t h e  y e a r s .
The r e m a in in g  e l e v e n  c a n d i d a t e  v a r i a b l e s  f e l l  I n t o  t h e  t h i r d  g roup ,  
I . e . ,  t h e  g roup  which  showed low to  v e ry  low s t r e n g t h .  The range  of 
s c o r e s  f o r  t h i s  g r o u p  was 5, i n d i c a t i n g  a w id e r  s p r e a d  I n  s c o r e s  than  
t h a t  o b t a i n e d  For e i t h e r  of  t h e  o t h e r  g ro u p s ,  f o r  which r a n g e s  were 1 
f o r  t h e  h i g h  s t r e n g t h  c l u s t e r  and 1 f o r  t h e  medium s t r e n g t h  c l u s t e r .  
However,  beca use  s t e p s  between s c o r e s  were s m a l l  f o r  t h e s e  r em a in ing  
v a r i a b l e s ,  no n a t u r a l  d i v i s i o n  among them was a p p a re n t*  C o n s e q u e n t ly ,  
t h e  v a r i a b l e s  were g rouped  t o g e t h e r ,  bu t  each  i s  q u a l i f i e d  h e r e  a s  
hav ing  low s t r e n g t h  o r  v e ry  low s t r e n g t h .
V a r i a b l e s  i n c l u d e d  In t h i s  group which d e m o n s t r a t e d  low c a n d i d a t e  
s t r e n g t h  i n  t e rm s  of  t h e  e i g h t  w e ig h t in g  f a c t o r s  were  t h e  p o s i t i o n  v a r i ­
a b l e  O p p o r t u n i t y  f o r  P r o f e s s i o n a l  Development;  t h e  f o u r  p e r s o n a l  v a r i ­
a b l e s  G ender ,  Race ,  Age, Appearance ,  and S o c i a l  A c t i v i t i e s ;  and th e  two 
p s y c h o l o g i c a l  v a r i a b l e s  P e r c e p t i o n  of  Power and P e r c e p t i o n  of  Own Unit* 
The two p s y c h o l o g i c a l  v a r i a b l e s  o b t a i n e d  w e ig h t in g  s c o r e s  o f  11 e a c h ,  
w h i l e  t h e  o t h e r  v a r i a b l e s  a l l  o b t a i n e d  s c o r e s  of  12, A l though  s c o re s  
were  s i m i l a r ,  t h e  v a r i a b l e s  d i f f e r e d  on th e  f a c t o r s  which c o n t r i b u t e d  
t o  each  t o t a l .  F o r  exam ple ,  O p p o r tu n i t y  f o r  P r o f e s s i o n a l  Development 
was n o t  documented In  t h e  h ig h e r  e d u c a t i o n  l i t e r a t u r e ,  and While r e ­
p o r t e d  i n  t h e  g e n e r a l  management l i t e r a t u r e ,  i t  was documented l e e s  
t h a n  f i v e  t imes*  F u r t h e r ,  t h i s  v a r i a b l e  was a d d r e s s e d  d u r i n g  th e  p e r io d
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1950-1962 on ly .  On th e  o t h e r  h a n d ,  as  T a b l e  E - l ,  Appendix E shows,  Op­
p o r t u n i t y  for  P r o f e s s i o n a l  Development r e c e i v e d  c o n s i d e r a b l e  a t t e n t i o n  
In t h e  h igher  e d u c a t i o n  midd le  management l i t e r a t u r e .  The p e r s o n a l  
v a r i a b l e s  Gender and  Race were documented In  t h e  h ig h e r  e d u c a t i o n  and 
th e  m idd le  management l i t e r a t u r e  b u t  not  i n  t h e  g e n e r a l  management l i t ­
e r a t u r e *  P u r t h e r ,  t h e  r e s u l t s  o f  the w e ig h t in g  p ro ced u re  i n d i c a t e d  
t h a t  t h e  l ink  be tween  th e s e  v a r i a b l e s  and b e h a v i o r  was n o t  w e l l  d ocu ­
m en ted ,  and t h a t  Gender  and Race were a d d r e s s e d  o n l y  d u r i n g  the most  
r e c e n t  period f o r  which  documents were a n a l y z e d ,  1974-1984* On t h e  
o t h e r  hand,  the p e r s o n a l  v a r i a b l e s  Age, P e r s o n a l  A ppearance ,  and S o c i a l  
A c t i v i t i e s  were n o t  ad d re s sed  In  t h e  h i g h e r  e d u c a t i o n  documents o r  th e  
m idd le  management l i t e r a t u r e .  A l though f a i r l y  w e l l  documented In  t h e  
g e n e r a l  management l i t e r a t u r e  a s  c a n d i d a t e  v a r i a b l e s ,  I n t e r e s t  i n  t h e s e  
v a r i a b l e s  was shown to  be I n t e r m i t t e n t .
The remaining two v a r i a b l e s  which o b t a i n e d  s c o r e s  which I n d i c a t e d  
low c a n d i d a t e  s t r e n g t h  were P e r c e p t i o n  o f  Power and P e r c e p t i o n  o f  Own 
Unit* The former was documented i n  the h i g h e r  e d u c a t io n  L i t e r a t u r e  o n ly  
and w h i le  I d e n t i f i e d  a s  a c a n d i d a t e  v a r i a b l e ,  t h e  b re a d th  o f  documenta­
t i o n  and I n t e r e s t  In  P e r c e p t i o n  o f  Power was l i m i t e d ,  The l a t t e r *  Per ­
c e p t i o n  of  Own U n i t ,  was documented In t h e  g e n e r a l  management l i t e r a t u r e  
on ly*  The r e s u l t s  o f  t h e  w e i g h t i n g  p rocedu re  I n d i c a t e d  t h a t ,  l i k e  P e r ­
c e p t i o n  of power, t h i s  v a r i a b l e  was not documented widely no r  was I n t e r ­
e s t  shown in the  v a r i a b l e  p r i o r  t o  the  1974-1984 p e r io d .
The three  v a r i a b l e s  I n c lu d e d  I n  th e  low s t r e n g t h  g roup  which e x h i b ­
i t e d  v e ry  low c a n d i d a t e  v a r i a b l e  s t r e n g t h  were P e r c e p t i o n  of  P r e f e r r e d  
Role i n  R e la t ion  t o  C u r r e n t  Role* Job  S e c u r i t y ,  and Job S a t i s f a c t i o n .
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These v a r i a b l e *  were a d d r e s s e d  i n  Che g e n e r a l  management l i t e r a t u r e  o n ly  
and were  t h e  v a r i a b l e s  which o b t a in e d  t h e  lo w e s t  s c o r e s  on th e  e i g h t  
w e ig h t in g  f a c t o r s .  These  low s c o r e s  I n d i c a t e d  t h a t  i n  co m p ar i s o n  to  
f i n d i n g s  f o r  v a r i a b l e s  i n c lu d e d  in  t h e  h ig h  s t r e n g t h  and medium s t r e n g t h  
g r o u p s t t h e  r e s u l t s  f o r  th e s e  v a r i a b l e s  shoved t h e y  had r e l a t i v e l y  
l i t t l e  s t r e n g t h  as  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  i n  h i g h e r  e d u c a t i o n  
a d m i n i s t r a t i o n *
I n  summary* a p p l i c a t i o n  of  t h e  w e i g h t i n g  scheme t o  t h e  tw e n t y -o n e  
c a n d i d a t e  v a r i a b l e s  r e v e a l e d  t h r e e  m a jo r  c l u s t e r s  of  v a r i a b l e s j  t h o s e  
w ith  h i g h  c a n d i d a t e  v a r i a b l e  s t r e n g t h ;  th o s e  w i t h  medium s t r e n g t h ;  and 
v a r i a b l e s  w i t h  low to  v e r y  low s t r e n g t h .  The t h r e e  p o s i t i o n  v a r i a b l e s  
A u t h o r i t y ,  D e f i n i t i o n  o f  Role ,  and Autonomy were i n c l u d e d  In  t h e  f i r s t  
g roup.  The f i v e  p o s i t i o n  v a r i a b l e s  S t a t u s ,  A c c e p t a n c e , O p p o r t u n i t y  f o r  
Advancement Wi thin t h e  O r g a n i z a t i o n , O p p o r tu n i t y  f o r  C om m unica t ions ,  and 
R e s p o n s i b i l i t y  were I n c lu d e d  i n  the  seco n d  group a long  w i t h  t h e  p e r s o n a l  
v a r i a b l e  E d u c a t io n  and t h e  p s y c h o l o g i c a l  v a r i a b l e  D i s p o s i t i o n  Toward 
Change* Note  t h a t  no p e r s o n a l  o r  p s y c h o l o g i c a l  v a r i a b l e s  o b t a i n e d  h igh  
s t r e n g t h  s c o r e s  and o n l y  one of  each  ty p e  o b t a i n e d  medium s t r e n g t h  
scores* The remain ing  e l e v e n  c a n d i d a t e  v a r i a b l e s  f e l l  i n t o  t h e  low to  
very low s t r e n g t h  c l u s t e r *
When c o n s i d e r i n g  t h e s e  r e s u l t s ,  two p o i n t s  s h o u ld  be k e p t  I n  mind.  
F i r s t ,  a l l  o f  the  tw en ty -one  v a r i a b l e s  a r c  a t  l e a s t  r e a s o n a b l y  good 
c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h *  As t h e  r e s u l t s  o f  t e s t i n g  G ene ra l  Hy­
po theses  I —IV i n d i c a t e d ,  they  have a l l  been  documented in  t h e  g e n e r a l  
management o r  the  h i g h e r  e d u c a t i o n  l i t e r a t u r e  a s  b e h a v i o r - l i n k e d  l i n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s .  The w e ig h t in g  scheme u s e d  h e r e  p rov ided
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a  neart s  of  d e t e r m i n i n g  r e l a t i v e  s t r e n g t h s  among th e  c a n d i d a t e  v a r i a b l e s ;  
and r e s u L t s  can  be u s e d  t o  a i d  j u d g e m e n t  a bou t  t h e  r e l a t i v e  Impor tance  
o f  v a r i a b l e s  f a r  f u t u r e  r e s e a r c h ■ H oweverf I t  s h o u l d  not  be f o r g o t t e n  
t h a t  t h e  c o m p l e t e  l i s t  o f  c a n d i d a t e  v a r i a b l e s  r e p r e s e n t s  a  s y n t h e s i s  
o f  th e  l i t e r a t u r e  w h ich  I n d i c a t e d  t h a t  a l l  of  t h e s e  v a r i a b l e s  a r e  a t  
l e a s t  p o t e n t i a l l y  i m p o r t a n t  e l e m e n t s  I n  u n d e r s t a n d i n g  th e  l l n e - s t a f f  
s t r u c t u r e  and  i t s  Im p a c t  on m anagers  and t h e i r  o r g a n I z a t i o n s ,
S e c o n d ,  v hen  c o n s i d e r i n g  t h e  r e s u l t s  o f  t h e  w e i g h t i n g  p ro c e d u re ,
I t  s h o u l d  be n o t e d  t h a t  I n  t h e  d e v e l o p m e n t  o f  t h e  w e ig h t in g  scheme, s e ­
l e c t i o n  o f  f a c t o r s  was g u id e d  by t h e  p u r p o s e  o f  t h e  s t u d y .  Consequen t ly  
t h o s e  f a c t o r s  which  were  chosen  e m p h a s i z e d  b r e a d t h  o f  docum en ta t ion  
a c r o s s  t h e  g e n e r a l  m anagement ,  h i g h e r  e d u c a t i o n ,  and midd le  management 
l i t e r a t u r e ;  c o n s i s t e n c y  o f  f i n d i n g s  a b o u t  t h e  v a r i a b l e s ;  f r equency  of 
d o c u m e n t a t i o n  o f  c a n d i d a t e  v a r i a b l e s ;  and  c o n t i n u i t y  o f  I n t e r e s t  In t h e  
v a r i a b l e s .  As n o t e d  I n  C h a p t e r  3 ,  had  t h e  pu rpose  o f  the  r e s e a r c h  been 
d i f f e r e n t ,  s e l e c t i o n  o f  an  a l t e r n a t e  s e t  o f  w e ig h t in g  f a c t o r s  might 
h ave  b een  a p p r o p r i a t e .
In  t h e  n e x t  s e c t i o n  t h e  r e s u l t s  o f  p e r f o r m i n g  c o n t e n t  a n a l y s i s  of  
t h e  l i t e r a t u r e  t o  d e t e r m i n e  p a t t e r n s  I n  d i r e c t i o n  o f  d i f f e r e n c e  fo r  t h e  
t w e n t y - o n e  c a n d i d a t e  v a r i a b l e s  a r e  p r e s e n t e d .
D i r e c t i o n  o f  U n s - S t a f f  D i f f e r e n c e s  
C o n t e n t  a n a l y s i s  o f  th e  l i t e r a t u r e  was per formed  t o  de te rm ine  p a t ­
t e r n s  In  d i r e c t i o n  o f  d i f f e r e n c e  b e tw e e n  Line and s t a f f  managers on the  
c a n d i d a t e  v a r i a b l e s .  When d a t a  f rom  a l l  document s o u r c e s  In c lu d i n g  the  
aca d e m ic  m i d d l e  management l i t e r a t u r e  w e re  combined,  dominant  d i f f e r e n c e
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p A t t e r n s  were I d e n t i f i a b l e  f o r  n i n e t e e n  of t h e  tw en ty -o n e  c a n d i d a t e  
v a r i a b l e s .  For t h e a e  c a n d i d a t e  v a r i a b l e s ,  t h e  r e s u l t s  o f  t h e  a n a l y s i s  
r e v e a l e d  t h a t  t h e  l i t e r a t u r e  r e p o r t e d  t h e  d i r e c t i o n  of d i f f e r e n c e  
be tween  l i n e  and s t a f f  n a n a g e r s  t o  be e i t h e r  a  p a t t e r n  o f  "mote" f o r  
l i n e  and " l e s s "  f o r  s t a f f  o r  a  p a t t e r n  of "more” f o r  s t a f f  and  " l e s s "  
f o r  l i n e .
Dominant p a t t e r n s  and l e v e l s  o f  s u b s t a n t i a t i o n  were d e t e r u i n e d  
u s i n g  t h e  c r i t e r i a  p r e s e n t e d  e a r l i e r  In  T ah le  1 .1 0  and shown a g a i n  be­
low In  T ab le  4 . 1 2  f o r  t h e  c o n v e n i e n c e  o f  t h e  r e a d e r .
T a b le  4 . 1 2  C r i t e r i a  f o r  I d e n t i f y i n g  Dominant P a t t e r n s  
and L e v e l s  of S u b s t a n t i a t i o n
I  AGREEMENT 
A PATTERN
NUMBER DF 
DOCUMENTS
5 - 6t> 67-74 75-100
1 -  2 NONE 
(NO PATTERN)
LOW
3 - 5 NONE 
(NO PATTERN)
LOW medium
b -  " NONE 
(NO PATTERN)
MEDIUM HIGH
R e s u l t s  f o r  t h e  g e n e r a l  management l i t e r a t u r e  and th e  h i g h e r  edu­
c a t i o n  l i t e r a t u r e  a r e  r e p o r t e d  f i r s t .  R e s u l t s  a r e  then  r e p o r t e d  f o r  
t h e  academic  m i d d l e  management L i t e r a t u r e .  F i n a l l y ,  th e  f i n d i n g s  from 
a l l  t h r e e  l i t e r a t u r e  s e t s  a r e  combined .
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R esu lts on D ifferen ce  P attern s fo r  the General Hanagaaant L itera tu re
The r e s u l t s  of  t h e  c o n c e n t  a n a l y s i s  t o  I d e n t i f y  d i r e c t i o n  of  d i f ­
f e r e n c e  on c a n d i d a t e  v a r i a b l e s  f o r  t h e  g e n e r a l  management l i t e r a t u r e  
a r e  g iv e n  i n  Tab le  4 . 1 1 .  A co m p le te  summary of  c o d in g  r e s p o n s e s  on d i f ­
f e r e n c e s  f o r  t h e  g e n e r a l  management documents l a  p r e s e n t e d  in  Tab le  F - l ,  
Appendix F.
Among th e  t e n  p o s i t i o n  v a r i a b l e s ,  t h e  l i t e r a t u r e  tended  to  r e p o r t  
t h a t  l i n e  managers have more A u t h o r i t y ,  A c c e p t a n c e ,  Job  S e c u r i t y ,  Respon­
s i b i l i t y ,  O p p o r tu n i t y  f o r  P r o f e s s i o n a l  D eve lopm ent ,  and c l e a r  D e f i n i t i o n  
of  Role th a n  s t a f f  m a n ag e r s .  The l e v e l s  of  s u b s t a n t i a t i o n  f o r  t h e s e  
dominant  d i f f e r e n c e  p a t t e r n s  ranged  between h i g h  f o r  t h e  v a r i a b l e s  Ac­
c e p t a n c e  and R e s p o n s i b i l i t y ;  t o  medium f o r  t h e  v a r i a b l e s  A u t h o r i t y  and 
D e f i n i t i o n  of  Role;  t o  low f o r  J o b  S e c u r i t y  and O p p o r t u n i t y  f o r  P r o f e s ­
s i o n a l  Development,  The r e s u l t s  i n d i c a t e d  t h a t  t h e  l i t e r a t u r e  te nded  
to  r e p o r t  s t a f f  managers  t o  have  more Autonomy th a n  l i n e  m a n ag e r s .  Al­
though th e  l e v e l  of  s u b s t a n t i a t i o n  f o r  t h i s  d i f f e r e n c e  p a t t e r n  was o n ly  
medium, t h e  d i r e c t i o n  of  d i f f e r e n c e  p a t t e r n  f o r  Autonomy d e v i a t e d  n o t i c e ­
a b l y  from t h a t  o b t a i n e d  f o r  o t h e r  p o s i t i o n  v a r i a b l e s  f o r  which d i f f e r ­
ence  p a t t e r n s  wore i d e n t i f i a b l e .  F i n a l l y ,  among th e  p o s i t i o n  v a r i a b l e s ,  
t h e r e  were t h r e e  c a n d i d a t e  v a r i a b l e s ,  S t a t u s ,  O p p o r t u n i t y  f o r  Advance­
ment W ith in  t h e  O r g a n i s a t i o n ,  and  O p p o r tu n i t y  f o r  Comomnicat i o n s , f o r  
which no dominant  d i f f e r e n c e  p a t t e r n s  emerged from th e  l i t e r a t u r e ,  For 
t h e s e  v a r i a b l e s  l i n e  managers  were  r e p o r t e d  t o  have "more" t h a n  s t a f f  
managers  about  t h e  same number o f  t im es  s t a f f  m anagers  were r e p o r t e d  to  
have "more" than  l i n e  m a n a g e r s .
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T ab le  4*13 R e s u l t s  f a r  G en e ra l  Management Documents f o r  D i f f e r e n c e s
Between L i n e  and S t a f f  on C a n d i d a t e  V a r i a b l e s *
P a t t e r n  A “ L ine  "More" o r  
P a t t e r n  B “ L ine  "Less"  o r
" P o B l t l v e ' ' ; S t a f f  "L eas"  o r  " N e g a t i v e "  
' N e g a t i v e " :  S t a f f  "More" o r  " P o s i t i v e "
CANDIDATE VARIABLES
NUMBER OF
X AGREE­
MENT ON
LEVEL OF SUB­
STANTIATION
•  POS IT ION
DOCUMENTS PATTERN
A
POR PATTERN 
A OR B
A u t h o r i t y 21 7 1 . 0 Medium
S t a t u s 9 56*0 No P a t t e r n
A ccep tance 18 8 9 . 0 High
J ob  S e c u r i t y 3 6 7 . 0 Low
Autonomy 4 2 5 .0 Medium
R e s p o n s i b i l i t y & 1 0 0 .0 High
O p. /A dvance .  W i th in  Org. 9 4 4 . 0 No P a t t e r n
O p . / P r o f *  Development I 100 .0 Low
Op. /Communica tions 7 4 3 . 0 No P a t t e r n
D e f i n i t i o n  o f  Role 4 1 0 0 .0 Medium
•  PERSONAL
E d u c a t i o n a 0 . 0 High
Gender 0 -rt- -
Race G - -
Age 4 1 0 0 .0 Medium
* Nate t h a t  f o r  a l l  of  t h e  t a b l e s  In t h i s  s e c t i o n  which  g i v e  r e s u l t s  
on d i f f e r e n c e  p a t t e r n s ,  t h e  l a s t  column shows t h e  l e v e l  o f  s u b s t a n ­
t i a t i o n  f o r  t h e  p a t t e r n  which was p re d o m in a n t  f o r  a  v a r i a b l e *  In 
t h e  a d j a c e n t  column th e  p e r c e n t a g e  o f  ag ree m en t  I s  g i v e n  f o r  th e  
p a t t e r n  " l i n e  more and s t a f f  l e a s "  ( P a t t e r n  A) beca use  t h i s  was the  
p a t t e r n  o b t a i n e d  meet  o f t e n  among t h e  v a r i a b l e s .  C o n s e q u e n t l y ,  
when th e  p e r c e n ta g e  n f  ag reem en t  f o r  P a t t e r n  A l a  shown as  S m a l l ,  
e * g . ,  251 f o r  Autonomy, t h e  p e r c e n t a g e  o f  a g re e m e n t  f o r  " l i n e  l e s s  
and s t a f f  more" ( P a t t e r n  B) was  l a r g e ,  751 ,  and  was p redom inan t*  
Thus t h e  l e v e l  o f  s u b s t a n t i a t i o n  i n  t h i s  c a s e  r e f e r s  t o  P a t t e r n  3*
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T a b l e  4 .13  ( c o n t i n u e d )
P a t t e r n  A ■ L in e  "More" o r  * 
P a t t e r n  B -  L ine  "LaBa” o r
' P o s i t i v e ^  S t a f f  "Leee"  o r  ""Negative” 
'N e g a t i v e " ;  S t a f f  "More" o r  " P o s i t i v e ”
CANDIDATE VARIABLES 
•  PERSONAL ( c o n ' t )
NUMBER OF 
DOCUMENTS
I  AGREE­
MENT ON 
PATTERN 
A
LEVEL OF SUB­
STANTIATION 
FOR PATTERN 
A OR B
P e r s o n a l  A ppearance 3 0 . 0 Medium
S o c i a l  A c t i v l t i e * 4 0 . 0 Medium
•  PSYCHOLOGICAL
J o b  S a t i s f a c t i o n 1 100.0 Law
P ercep t* /P ow er 0 - -
Pe rcep t . /O w n  U n i t 2 100.0 Low
P e r c e p t . / P r e f e r r e d  Role 1 100,0 Low
D i s p o s i t i o n  Toward Change 6 0 . 0 HiRb
17&
P o t  t h e  f o u r  p e r s o n a l  v a r i a b l e s ,  s t a f f  managers were  r e p o r t e d  to  
have  more E d u c a t i o n ,  I n t e r e s t  in  p e r s o n a l  A ppea tance ,  and  I n t e r e s t  in 
S o c i a l  A c t i v i t i e s  t h a n  l i n e  managers.  On th e  o t h e r  h a n d ,  l i n e  managers 
were  r e p o r t e d  to  be o l d e r  than  s t a f f .  The l e v e l  of s u b s t a n t i a t i o n  fo r  
t h e  d i r e c t i o n  g f  d i f f e r e n c e  p a t t e r n  fo r  t h e  v a r i a b l e  E d u c a t io n  was h ig h ,  
w h i l e  l e v e l s  o f  s u b s t a n t i a t i o n  f o r  the d i f f e r e n c e  p a t t e r n s  f o r  t h e  o t h e r  
t h r e e  v a r i a b l e s  were medium.
Among th e  fou r  p s y c h o l o g i c a l  v a r i a b l e s ,  t h e  r e s u l t s  of  t h e  a n a l y ­
s i s  I n d i c a t e d  t h a t  t h e  l i t e r a t u r e  r e p o r t e d  l i n e  managers  to  have h ig h e r  
Job  S a t i s f a c t i o n ,  more p o s i t i v e  P e r c e p t io n s  o f  t h e i r  Own U n i t s ,  and 
more p o s i t i v e  P e r c e p t i o n s  of t h e i r  P r e f e r r e d  Roles In r e l a t i o n  t o  cur ­
r e n t  r o l e s  t h a n  s t a f f  managers .  The l e v e l  o f  s u b s t a n t i a t i o n  f o r  th e  
d i f f e r e n c e  p a t t e r n s  f o r  a l l  t h r e e  v a r i a b l e s  was low. In  c o n t r a s t ,  r e ­
s u l t s  showed t h a t  t h e  g e n e r a l  management l i t e r a t u r e  r e p o r t e d  s t a f f  man­
a g e r s  t o  have mote p o s i t i v e  D i s p o s i t i o n s  Toward Change than  l i n e  mana­
g e r s .  The l e v e l  o f  s u b s t a n t i a t i o n  f o r  t h e  d i r e c t i o n  o f  d i f f e r e n c e  p a t ­
t e r n  f o r  t h i s  v a r i a b l e  was h ig h .
In  summary,  fo r  t h e  g e n e r a l  management l i t e r a t u r e  th e  s t r o n g e s t  
p a t t e r n s  i n  d i r e c t i o n  o f  d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s  were r e v e a l e d  
In  t h e  r e s u l t s  f o r  t h e  fou r  v a r i a b l e s  A ccep tance ,  R e s p o n s i b i l i t y ,  Educa­
t i o n ,  and D i s p o s i t i o n  Toward Change, b in e  managers were  r e p o r t e d  to  
have more  A cc e p ta n c e  and R e s p o n s i b i l i t y  th a n  s t a f f  m anagers ,  w h i l e  
s t a f f  m anagers  were r e p o r t e d  to  have more E duca t ion  and more p o s i t i v e  
D i s p o s i t i o n  Toward Change than  l i n e  m anagers .  Among t h e  r e m a in in g  v a r i ­
a b l e s ,  s i x  were  i d e n t i f i e d  as having dominant  d i f f e r e n c e  p a t t e r n s  which 
were s u b s t a n t i a t e d  a t  a medium l e v e l}  f i v e  had p a t t e r n s  s u b s t a n t i a t e d
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a t  low l e v e l s ;  and f a r  t h r e e  v a r i a b l e s  t h e r e  were  no I d e n t i f i a b l e  domi­
n a n t  d i f f e r e n c e  p a t t e r n s .  In th e  n e a t  s e c t i o n  r e s u l t s  a r e  r e p o r t e d  f o r  
d i r e c t i o n  of  d i f f e r e n c e  p a t t e r n s  on c a n d i d a t e  v a r i a b l e s  I d e n t i f i e d  from 
th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .
R e s u l t s  on D i f f e r e n c e  P a t t e r j i ^  f o r  t h e  H i g h e r  E d u c a t i o n  L i t e r a t u r e
The r e s u l t s  of  t h e  c o n t e n t  a n a l y s i s  t o  i d e n t i f y  d i r e c t i o n  o f  d l f -  
f e r e n c e e  on c a n d i d a t e  v a r i a b l e s  f o r  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  a r e  
p rov ided  in  Table 4 . 1 4 .  Coding r e s p o n s e s  on d i f f e r e n c e s  a r e  summarized  
fo r  t h e  h ig h e r  e d u c a t i o n  l i t e r a t u r e  In T a b l e  P -2 ,  Appendix  F.  S i x  can ­
d i d a t e  v a r i a b l e s  were documented i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  
Although dominant d i f f e r e n c e  p a t t e r n s  w e r e  i d e n t i f i a b l e  f o r  e l l  s i x ,  
t h e  l e v e l s  of  s u b s t a n t i a t i o n  were low b e c a u s e  e a c h  o f  t h e  v a r i a b l e s  was 
a d d r e s s e d  on ly  once .
T h re e  p o s i t i o n  v a r i a b l e s  were  docum ented  i n  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e .  The r e s u l t s  of  t h e  a n a l y s i s  showed t h a t  academ ic  l i n e  man­
a g e r s  were  r e p o r t e d  t o  h ave  more A u t h o r i t y ,  Autonomy, and c l e a r  D e f i n i ­
t i o n  o f  Role s  th a n  academ ic  s t a f f  m a n a g e r s .  In  c o m p a r i s o n  t o  t h e  r e ­
s u l t s  f o r  the g e n e r a l  management l i t e r a t u r e ,  t h e  p a t t e r n s  o f  d i r e c t i o n  
of  d i f f e r e n c e  r e p o r t e d  f o r  A u t h o r i t y  a n d  D e f i n i t i o n  o f  R o le  w e re  th e  
sane i n  b o th  l i t e r a t u r e  s e t s .  On t h e  p o s i t i o n  v a r i a b l e  Autonomy, th e  
r e s u l t a  were o p p o s i t e ;  t h e  h ig h e r  e d u c a t i o n  l i t e r a t u r e  r e p o r t e d  academ ic  
l i n e  managers t o  have  more Autonomy t h a n  s t a f f  and th e  g e n e r a l  manage­
ment l i t e r a t u r e  r e p o r t e d  s t a f f  m anagers  t o  h ave  more Autonomy t h a n  l i n e .
Among the p e r s o n a l  v a r i a b l e s ,  o n l y  tw o ,  Gender and  R ace ,  w e re  d o c u ­
mented in  the  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  The r e s u l t s  I n d i c a t e d  t h a t
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Tab le  4 .14  R e s u l t s  f o r  H ighs r  E d u ca t io n  Documents f o r  D i f f e r e n c e s
Between Acaden ic  L ine  and S t a f f  on C a n d id a te  V a r i a b l e s
P a t t e r n  A ■ Line  "More" o r  
P a t t e r n  B -  L ine  "Lees"  o r
" P o s i t i v e " ;  S t a f f  "Leas"  o r  "N ega t ive"  
" N e g a t iv e " !  S t a f f  "More" o r  " P o s i t i v e "
I  AGREE­ LEVEL OF SUB­
CANDIDATE VARIABLES
•  POSITION
NUMBER OP 
DOCUMENTS
MENT ON 
PATTERN 
A
STANTIATION 
FOR PATTERN 
A OR B
A u t h o r i t y 1 100.0 Low
S t a t u e 0 - -
A ccep tance 0 - -
Job S e c u r i t y 0 - -
Autonomy 1 100.0 Low
R e s p o n s i b i l i t y 0 - -
Op</Advance* W i th in  O rg . 0 - -
O p . / P r o f ,  Development 0 - -
Op■/Communications 0 “ -
D e f i n i t i o n  of  Role 1 100.0 Low
•  PERSONAL
E du ca t io n 0 - -
Gender 1 0 . 0 Low
Race 1 o . o Low
Age 0 —*■ -
P e r s o n a l  Appearance 0 - -
S o c i a l  A c t i v i t i e s 0
■ PSYCHOLOGICAL
Job S a t i s f a c t i o n 0 - -
P e r c e p t . / P o w e r 1 100.0 Low
P ercep t . /O w n  U n i t 0 - -
P e r c e p t  . / P r e f e r r e d  Role 0 - -
D i s p o s i t i o n  Toward Change 0 - -
l a i
f em a le s  and m i n o r i t y  p e r s o n n e l  were r e p o r t e d  t o  hold more a c a d e n ic  s t a f f  
management p o s i t i o n s  t h a n  l i n e  management p o s i t i o n s .  The g e n e r a l  non­
age men t  l i t e r a t u r e  d i d  n o t  document e i t h e r  o f  t h e s e  c a n d i d a t e  v a r i a b l e s ,  
c o n s e q u e n t l y  t h e r e  were no f i n d i n g s  t o  w h ich  th e  r e a u L t a  o f  t h e  h i g h e r  
e d u c a t i o n  l i t e r a t u r e  cou ld  be compared .
Only one  p s y c h o l o g i c a l  c a n d i d a t e  v a r i a b l e  was documented In th e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e :  P e r c e p t i o n  o f  Power.  The r e s u l t s  showed
t h a t  academic l i n e  managere  were r e p o r t e d  t o  p e r c e i v e  th e m s e lv e s  t o  have  
more power th a n  aca d e m ic  s t a f f  managers  p e r c e i v e d  th e m s e l v e s  to  have .
The g e n e r a l  management l i t e r a t u r e  d i d  n o t  document P e r c e p t i o n  of  Power 
a s  s  c a n d i d a t e  v a r i a b l e .
In summaryt among a l l  a f  th e  c a n d i d a t e  v a r i a b l e s , o n l y  s i x  were 
documented a s  such  i n  th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  Moreover,  e a c h  
o f  t h e s e  was a d d r e s s e d  by one  document o n l y .  C o n s e q u e n t l y ,  dominant  
d i r e c t i o n  o f  d i f f e r e n c e  p a t t e r n s  were  m i n i m a l l y  s u b s t a n t i a t e d .  The r e ­
s u l t s  i n d i c a t e d  t h a t  academic  l i n e  m anagers  were r e p o r t e d  to  have more 
A u t h o r i t y  and Autonomy t h a t  t h e i r  s t a f f  c o u n t e r p a r t s  and mors c l e a r l y  
Def ined  R a l e s  t h a n  s t a f f .  F u r t h e r ,  l i n e  m anagers  were r e p o r t e d  to  p e r ­
c e i v e  t h e m s e lv e s  t o  have  more Power t h a n  s t a f f  m a nage rs .  F i n a l l y ,  f e ­
m a les  and m i n o r i t y  p e r s o n s  were  r e p o r t e d  t o  h o l d  more academic  s t a f f  
p o s i t i o n s  th a n  l i n e  p o s i t i o n s .  Compar ison  o f  r e s u l t s  o f  th e  h ig h e r  
e d u c a t i o n  l i t e r a t u r e  w i t h  t h o s e  of  t h e  g e n e r a l  management l i t e r a t u r e  
i n d i c a t e d  t h a t  on t h o s e  c a n d i d a t e  v a r i a b l e s  f o r  which b o t h  l i t e r a t u r e  
s e t a  had d a t a ,  f i n d i n g s  were  th e  same e x c e p t  f o r  t h e  v a r i a b l e  Autonomy.
In t h e  n ex t  s e c t i o n ,  t h e  r e s u l t s  o f  a n a l y z i n g  th e  h i g h e r  e d u c a t i o n  
m idd le  management l i t e r a t u r e  t o  i d e n t i f y  d i f f e r e n c e  p a t t e r n s  on c o n d l -
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d a t e  v a r i a b l e s  a r e  p r e s e n te d *  Also p r e s e n t e d  a r e  t h e  r e s u l t s  of  I n t e ­
g r a t i n g  t h e  f i n d i n g s  on d i f f e r e n c e  p a t t e r n s  from a l l  t h r e e  l i t e r a t u r e  
s e t s .
R e s u l t s  on D i f f e r e n c e s  Modif ied  by Middle Management Data
The r e s u l t s  of r e v ie w in g  the  h i g h e r  e d u c a t i o n  m idd le  management 
l i t e r a t u r e  t o  i d e n t i f y  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s  between a c a ­
demic s t a f f - t y p e  p o s i t i o n s  and o t h e r  p r o f e s s i o n a l  g r o u p s  w i th i n  the  a c a ­
demic community a r e  p r e s e n t e d  In t h i s  s e c t i o n .  As d i s c u s s e d  p r e v i o u s l y  
I n  Chapte r  Z, f o r  the  most  p a r t  t h e  m i d d le  management l i t e r a t u r e  de­
s c r i b e s  academ ic  s t a f f  p o s i t i o n s *  A ls o ,  c h a r a c t e r i s t i c s  of  t h e s e  p o s i ­
t i o n s  a r e  o f t e n  compared w i t h  those  of  o t h e r  p r o f e s s i o n a l  g roups  w i t h i n  
c o l l e g e s  and u n i v e r s i t i e s .  Although t h e  g roups  t o  which academic s t a f f  
managers  a r e  compared a r e  n o t  always c l e a r l y  d e f i n e d *  academic l i n e  
p o s i t i o n s  and  f a c u l t y  a r e  mentioned o r  im p l i e d  f r e q u e n t l y .  For t h e  pur ­
pose  of  d i s c u s s i o n  h e r e ,  t h e  t e r n s  "academ ic  a t a f f  managers" and " aca ­
demic l i n e  managers"  a r e  u s e d  with  t h e  p r o v i s i o n  t h a t  academic l i n e  man­
a g e r s  may a l s o  Inc lude  f a c u l t y  s in c e  f a c u l t y  c h a i r p e r s o n s  a r e  mote or  
l e e s  e q u i v a l e n t  to  f i r s t - l i n e  managers i n  b u s i n e s s  and I n d u s t r y  w h i le  
f a c u l t y  members— a l th o u g h  n o t  u s u a l l y  managers— a r e  p a r t  of t h e  academic 
l i n e  component .
The r e s u l t s  of  the  a n a l y s i s  of  t h e  m idd le  management l i t e r a t u r e  
a r e  shown In  Tab le  4 .1 5 .  A summary of  c o d in g  r e s p o n s e s  on d i f f e r e n c e  
be tween academic  l i n e  and s t a f f  managers f o r  t h e  m idd le  management docu­
ments  I s  p r e s e n t e d  in Tab le  F -3 ,  Appendi* F,  As shown In Table 4 . 1 5 ,  
among th e  p o s i t i o n  c a n d i d a t e  v a r i a b l e s ,  dominant  d i r e c t i o n  of  d i f f e r e n c e
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T a b l e  4*15 Re s a l t » f o r  A c a d e n lc  Middle Management Document a f o r
D i f f e r e n c e s  b e tw ee n  Academic L i n e  and S t a f f
on C a n d i d a t e  V a r i a b l e s
P a t t e r n  A -  L i n e  "More" o r  
P a t t e r n  B “  L i n e  "Leaa"  o r
" P o s i t i v e " ;  S t a f f  " L e s s "  o r  " N e g a t iv e "  
" N e g a t i v e " ;  S t a f f  "More" o r  " P o s i t i v e "
CANDIDATE VARIABLES NUMBER OF
1 AGREE­
MENT ON
LEVEL OF SUB­
STANTIATION
« POSITION
DOCUMENTS PATTERN
A
FOR PATTERN 
A OR B
A u t h o r i t y 5 8 0 . 0 Medium
S t a t u s 7 100 .0 High
A cc e p ta n c e 6 100 .0 High
J ob  S e c u r i t y 1 1 0 0 .0 Low
Autonomy A 7 5 ,0 Medium
R e s p o n s i b i l i t y L 100 .0 Low
O p i /A d v an ce .  W i th in  O rg , 6 100 .0 High
O p , / P r o f .  D eve lopm ent 6 100 .0 High
Op. /Conviun lca t  i o n s 3 7 5 . 0 Medium
D e f i n i t i o n  o f  Role 3 100 .0 Hedlum
« PERSONAL
E d u c a t i o n 2 100 ,0 Low
Gender ] 0 , 0 Low
Race 1 0 . 0 Low
Age 0 - -
P e r s o n a l  A ppea rance 0 - -
S o c i a l  A c t i v i t i e s 0 “
•  PSYCHOLOGICAL
Job  S a t i s f a c t i o n 1 100 .0 Low
P e r c e p t . /Power 0 - -
P e r c e p t . / O w n  U n i t 0 - -
P e r c e p t . / P r e f e r r e d  R o le 0 - -
D i s p o s i t i o n  Toward Change 0 — —
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p a t t e r n s  a r e  c l e a r  A l though  the  l e v e l s  of  s u b s t a n t i a t i o n  f o r  p a t t e r n s  
v a r y .  B r i e f l y ,  t h e  r e s u l t s  I n d i c a t e d  t h a t  t h e  m idd le  management L i t e r ­
a t u r e  r e p o r t e d  academic l i n e  manage ts  to  have  more A u t h o r i t y ,  S t a t u s ,  
A ccep tance ,  Job  S e c u r i t y ,  Autonomy, R e s p o n s i b i l i t y , O p p o r t u n i t y  f o r  Ad­
vancement,  O p p o r tu n i t y  f o r  P r o f e s s i o n a l  D eve lopm ent ,  O p p o r t u n i t y  f o r  
Communications,  and b e t t e r  D e f i n i t i o n  of  Ro les  th a n  academic  s t a f f  man­
a g e r s !  Leve ls  of s u b s t a n t i a t i o n  f o r  the  dominan t  d i f f e r e n c e  p a t t e r n s  
f o r  S t a t u s ,  A ccep tance ,  O p p o r tu n i t y  f o r  Advancement ,  and O p p o r t u n i t y  
f o r  P r o f e s s i o n a l  Development were h i g h .  Lowest  l e v e l s  of s u b s t a n t i a t i o n  
were ob ta ined  by the  v a r i a b l e s  Job  S e c u r i t y  and R e s p o n s i b i l i t y ,  w h i l e  
l e v e l s  of s u b s t a n t i a t i o n  f o r  dominant  p a t t e r n s  o b t a i n e d  by th e  rem a in ­
i n g  fou r  c a n d i d a t e  v a r i a b l e s  were medium.
For those  c a n d i d a t e  v a r i a b l e s  f o r  which bo th  s e t s  o f  documents  had 
d a t a ,  r e s u l t s  f o r  the  h i g h e r  e d u c a t i o n  and th e  m idd le  management l i t e r a ­
t u r e  did not  d i f f e r ,  a l t h o u g h  l e v e l s  of  s u b s t a n t i a t i o n  f o r  p a t t e r n s  
v a r i e d .  However, some v a r i a t i o n s  in  r e s u l t s  were o b s e r v e d  between t h e  
m idd le  management l i t e r a t u r e  and th e  g e n e r a l  management l i t e r a t u r e !  
S p e c i f i c a l l y  on th e  v a r i a b l e s  S t a t u s ,  O p p o r t u n i t y  f o r  Advancement,  and 
O p p o r tu n i ty  f o r  Communica tions ,  f o r  which t h e  g e n e r a l  management l i t e r ­
a t u r e  had no dominant  d i f f e r e n c e  p a t t e r n s ,  t h e  m idd le  managment l i t e r a ­
t u r e  was found t o  have h i g h l y  s u b s t a n t i a t e d  p a t t e r n s  f o r  t h e  f a n n e r  two 
v a r i a b l e s  and a m o d e ra t e l y  w e l l  s u b s t a n t i a t e d  d i f f e r e n c e  p a t t e r n  f o r  
t h e  l a t t e r .  A l s o ,  where t h e  g e n e r a l  management l i t e r a t u r e  r e p o r t e d  
s t a f f  managers t o  have more Autonomy th a n  L i n e ,  t h e  m i d d le  management 
l i t e r a t u r e  r e p o r t e d  academic  l i n e  managers  t o  have mare Autonomy th a n
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s t a f f .  In  b o t h  c a s e s ,  t h e  L e v e l s  o f  s u b s t a n t i a t i o n  fo r  the dominan t
d i f f e r e n c e  p a t t e r n s  were medium.
Among th e  p e r s o n a l  c a n d i d a t e  v a r i a b l e s t o n l y  t h r e e  were a d d r e s s e d  
In  t h e  m i d d l e  management l i t e r a t u r e .  The r e s u l t s  i n d i c a t e d  t h a t  f o r  th e  
v a r i a b l e s  Gender  and  Race ,  f e m a l e s  and  m i n o r i t y  p e r s o n s  were r e p o r t e d  
t o  h o ld  more a c a d e m i c  s t a f f  p o s i t i o n s  t h a n  Line p o s i t i o n s .  These r e ­
s u l t s  a g r e e d  w i t h  t h o s e  f rom t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  and in  
b o t h  l i t e r a t u r e  s e t s ,  l e v e l s  df s u b s t a n t i a t i o n  f o r  th e  p a t t e r n s  were 
low .  The g e n e r a l  management l i t e r a t u r e  d id  n o t  document the  c a n d i d a t e  
v a r i a b l e s  Gender  and  R ace .  A n a l y s i s  o f  t h e  m i d d l e  management l i t e r a t u r e  
a l s o  r e v e a l e d  t h a t  academ ic  l i n e  m a n a g e r s  were r e p o r t e d  to  have more 
E d u c a t i o n  th a n  a c a d e m i c  s t a f f .  The l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  
d i r e c t i o n  o f  d i f f e r e n c e  p a t t e r n  was Low. However,  w h i le  the  v a r i a b l e  
was n o t  a d d r e s s e d  i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  the r e s u l t s  f o r  
t h e  g e n e r a l  management l i t e r a t u r e  i n d i c a t e d  t h a t  s t a f f  managers were  r e ­
p o r t e d  t o  have more  E d u c a t i o n  t h a n  l i n e .  F u r t h e r ,  t h e  l e v e l  of s u b s t a n ­
t i a t i o n  f o r  t h e  p a t t e r n  was h i g h .
The aca d e m ic  m i d d le  management l i t e r a t u r e  a d d r e s s e d  only one psy ­
c h o l o g i c a l  c a n d i d a t e  v a r i a b l e ,  J o b  S a t i s f a c t i o n ,  The r e s u l t s  i n d i c a t e d  
t h a t  a ca d e m ic  l i n e  managers  were  r e p o r t e d  t o  be more s a t i s f i e d  w i th  
t h e i r  J o b s  t h a n  a c a d e m i c  s t a f f  managers*  Because o n ly  one document ad­
d r e s s e d  t h i s  v a r i a b l e ,  t h e  Leve l  o f  s u b s t a n t i a t i o n  f o r  the p a t t e r n  was 
Low. The r e s u l t s  a g r e e d  w i t h  t h o s e  o f  t h e  g e n e r a l  management L i t e r a ­
t u r e ,  and t h e  v a r i a b l e  J ob  S e c u r i t y  was n o t  documented in  the h i g h e r  
e d u c a t i o n  l i t e r a t u r e .
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Tab le  4.16 p r e s e n t a  r e s u l t s  o b t a i n e d  from i n t e g r a t i n g  t h e  f i n d i n g s  
on d i f f e r e n c e  p a t t e r n s  f o r  t h e  g e n e r a l  management, h i g h e r  e d u c a t i o n ,  and 
academic middle management L i t e r a t u r e ,  N ine teen  of  t h e  tw en ty -one  can­
d i d a t e  v a r i a b l e s  were found t o  have dominant  d i f f e r e n c e  p a t t e r n s  i d e n ­
t i f i a b l e  from the  L i t e r a t u r e .  The two v a r i a b l e s  f o r  which no dominant 
p a t t e r n s  emerged were Autonomy and O p p o r tu n i ty  fo r  Communicationa.
Among th e  n in e t e e n  v a r i a b l e s  f o r  which dominant  p a t t e r n s  were i d e n t i f i e d ,  
the  r e s u l t s  I n d i c a t e d  t h a t  t h i r t e e n  of  t h e  v a r i a b l e s  e x h i b i t e d  th e  p a t ­
t e r n  o f  l i n e  managers be ing  r e p o r t e d  tn  have “ more" and s t a f f  " l e s s . "  
C and ida te  v a r i a b l e s  which o b ta in e d  t h i s  p a t t e r n  i n c lu d e d !
•  P o s i t i o n  V a r i a b l e s  S t a t u s ,  A ccep tance ,  R e s p o n s i b i l i t y ,  Oppor­
t u n i t y  f a r  P r o f e s s i o n a l  Development,  and D e f i n i t i o n  of  Role— 
w i th  h igh Leve ls  of s u b s t a n t i a t i o n ;
•  P o s i t i o n  V a r i a b l e s  A u t h o r i t y ,  Job S e c u r i t y ,  and O p p o r tu n i t y  f o r  
Advancement— w i th  medium Leve ls  of s u b s t a n t i a t i o n ;
a P e r s o n a l  V a r i a b l e  Age— w ith  medium Level  of  s u b s t a n t i a t i o n ;  and
a P s y c h o lo g ic a l  V a r i a b l e s  Job S a t i s f a c t i o n ,  p e r c e p t i o n  of  Power,
P e r c e p t i o n  o f  Own U n i t ,  and P e r c e p t i o n  of  P r e f e r r e d  Role—w ith
Low l e v e l s  of s u b s t a n t i a t i o n .
For  t h e  remain ing  s i x  c a n d i d a t e  v a r i a b l e s  f o r  which dominant  d i f ­
fe re n c e  p a t t e r n s  ware i d e n t i f i a b l e ,  t h e  d i f f e r e n c e s  be tween  l i n e  and
s t a f f  e x h i b i t e d  the  p a t t e r n  of  l i n e  managers be ing  r e p o r t e d  to  have
" l e s s ” and s t a f f  managers "more,"  V a r i a b l e s  which o h t a l n e d  t h i s  p a t t e r n  
i n c l u d e d :
a P e r s o n a l  V a r i a b l e  E duca t ion— with  a h i g h  Level  of  s u b s t a n t i a ­
t i o n ;
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T ab le  4 .1 6  R e s u l t s  on D i f f e r e n c e  P a t t e r n s  I n t e g r a t e d  f o r  th e  
G e n e r a l  Management, H igher  E d u c a t i o n ,  and Academic Middle
Management L i t e r a t u r e
P a t t e r n  A ■ Line  "More" o r  
P a t t e r n  B “ Line  " L e s s "  o r
" P o s i t i v e " ;  S t a f f  "Leas"  o r  " N e g a t i v e ” 
" N e g a t iv e " ;  S t a f f  "Hare"  o r  " P o s i t i v e "
CANDIDATE VARIABLES NUMBER OF
I  AGREE­
MENT ON
LEVEL OF SUB­
STANTIATION
■ POSITION
DOCUMENTS PATTERN
A
FOR PATTERN 
A ORB
A u th o r i t y 27 74 .0 Medium
S ta tu s 16 7 5 .0 High
Acceptance 24 9 2 .0 High
Job S e c u r i t y 4 75.0 Medium
Autonomy 9 5 6 .0 No P a t t e r n
R e s p o n s I b l l l t y 7 100.0 High
Op./Advance .  W ith in  O rg , 15 6 7 .0 Medium
O p . / P r o f .  Development 7 100.0 High
Op. / Common I c a t  lone 11 55.0 No P a t t e r n
D e f i n i t i o n  o f  Role 8 100.0 High
•  PERSONAL
E duca t ion 10 2 0 .0 High
Gender 2 0 , 0 Low
Race 2 0 , 0 Low
Age 4 100.0 Medium
P e r s o n a l  Appearance 3 0 . 0 Medium
S o c ia l  A c t i v i t i e s 4 0 . 0 Medium
» PSYCHOLOGICAL
J o b  S a t i s f a c t i o n 2 100 .0 Low
P e r c e p t , / P o w e r 1 100,0 Low
P ercep t , /O w n  Uni t 2 100 ,0 Low
P e r c e p t . / P r e f e r r e d  Role 1 100 .0 Low
D i s p o s i t i o n  Toward Change 6 0 . 0 High
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■ P s y c h o l o g i c a l  V a r i a b l e  D i s p o s i t i o n  Toward Change—w i t h  a h i g h  
l e v e l  o f  s u b s t a n t i a t i o n ;  
a p e r s o n a l  V a r i a b l e s  P e r s o n a l  A ppearance  and S o c i a l  A c t i v i t i e s —  
w i th  medium l e v e l s  of s u b s t a n t i a t i o n ;  and 
a P e r s o n a l  V a r i a b l e s  Gender and Race— w i t h  low l e v e l s  o f  s u b s t a n ­
t i a t i o n .
I n t e g r a t i o n  of  d a t a  from th e  t h r e e  s e t s  o f  l i t e r a t u r e  changed  r e ­
s u l t s  o b t a i n e d  o r i g i n a l l y  f o r  t h e  g e n e r a l  management l i t e r a t u r e  v e ry  
l i t t l e  f o r  th e  m a j o r i t y  o f  c a n d i d a t e  v a r i a b l e s .  However,  n o t i c e a b l e  
changes In r e s u l t s  d id  o c c u r  f o r  s ev en  v a r i a b l e s .  S p e c i f i c a l l y ,  a d d i ­
t i o n  of  t h e  m idd le  management d a t a  changed  r e s u l t s  f o r  t h e  p o s i t i o n  
v a r i a b l e  S t a t u s  from no dominant  p a t t e r n  to  a  h i g h l y  s u b s t a n t i a t e d  p a t ­
t e r n  of  l i n e  managers  h a v i n g  more S t a t u s  t h a n  s t a f f  m a n a g e r s .  A l s o ,  
f o r  the  v a r i a b l e  Job S e c u r i t y ,  l e v e l  o f  s u b s t a n t i a t i o n  f o r  t h e  p a t t e r n  
l i n e  managers having more J o b  S e c u r i t y  th a n  s t a f f  changed f rom low to  
medium.
On th e  v a r i a b l e  Autonomy, d a t a  from b o th  t h e  h i g h e r  e d u c a t i o n  and 
th e  middle  management l i t e r a t u r e  c o n t r i b u t e d  to  c h a n g in g  th e  p a t t e r n  
o b ta in e d  In t h e  g e n e r a l  management l i t e r a t u r e  f rom s t a f f  b e i n g  r e p o r t e d  
t o  have more Autonomy t h a n  l i n e  t o  f i n a l  r e s u l t s  o f  no dom inan t  p a t t e r n .  
On the o t h e r  h a n d ,  th e  m idd le  management l i t e r a t u r e  m o d i f i e d  t h e  r e s u l t s  
f o r  the v a r i a b l e  O p p o r t u n i t y  fo r  Advancement f rom no  p a t t e r n  to  a  moder­
a t e l y  w e l l  s u b s t a n t i a t e d  p a t t e r n  o f  l i n e  be ing  r e p o r t e d  t o  h ave  more 
o p p o r t u n i t y  to  advance w i t h i n  o r g a n i s a t i o n s  th a n  s t a f f .  S i m i l a r l y ,  th e  
r e s u l t  f o r  O p p o r tu n i t y  f o r  P r o f e s s i o n a l  Development changed from a 
p o o r ly  s u b s t a n t i a t e d  p a t t e r n  o f  more o p p o r t u n i t y  f o r  l i n e  to  a h i g h l y
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s u b s t a n t i a t e d  p a t t e r n  of  "more" f o r  l i n e .  The com bina t ion  of  f i n d i n g s  
a l s o  r e s u l t e d  i n  a change I n  t h e  l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  domi­
nan t  p a t t e r n  of  L ine  managers  b e i n g  r e p o r t e d  t o  have more c l e a r  Def in ­
i t i o n  of  Roles from medium t o  h igh*  F i n a l l y ,  a l t h o u g h  i n t e g r a t i o n  of  
d a t a  from th e  t h r e e  l i t e r a t u r e  s e t s  d id  no t  change th e  h i g h l y  s u b s t a n ­
t i a t e d  p a t t e r n  of  s t a f f  managers  b e in g  r e p o r t e d  to  have more E d u ca t io n  
then  i i n e t the  r e s u l t s  f o r  t h e  m i d d le  management l i t e r a t u r e  were d i r e c t ­
ly  o p p o s i t e ,  showing t h a t  where academic  l i n e  and s t a f f  managers were 
compared on E d u c a t i o n ,  academic  l i n e  managers were r e p o r t e d  to  have 
more e d u c a t i o n  th a n  academic  s t a f f  managers*
In  s p i t e  of  t h e s e  v a r i a t i o n s  i n  r e s u l t s  among th e  t h r e e  l i t e r a t u r e  
s e t s ,  o v e r a l l  ag reem en t  on d i r e c t i o n  of  d i f f e r e n c e  p a t t e r n s  f o r  t h e  can­
d i d a t e  v a r i a b l e s  was q u i t e  h i g h .  T h i s  i n d i c a t e d  t h a t  f o r  t h e  most  p a r t ,  
l i n e  and s t a f f  m anagers  i n  b u s i n e s s  and i n d u s t r i a l  o r g a n i s a t i o n s  and 
th o s e  i n  i n s t i t u t i o n s  of  h i g h e r  e d u c a t i o n  have been r e p o r t e d  to  d i f f e r  
on t h e  c a n d i d a t e  v a r i a b l e  i n  much th e  same ways,  in o n ly  two c a s e s ,  
Autonomy and E d u c a t i o n ,  were r e s u l t s  f o r  t h e  g e n e r a l  management l i t e r a ­
t u r e  c l e a r l y  d i v e r g e n t  from th o s e  f o r  t h e  h ig h e r  e d u c a t io n  and middle  
management l i t e r a t u r e .  M oreover ,  t h e r e  were no c a n d i d a t e  v a r i a b l e s  on 
which academic  l i n e  and s t a f f  managers  were compared i n  b o th  th e  h ig h e r  
e d u c a t i o n  documents  and t h e  m i d d le  management l i t e r a t u r e  f o r  which r e ­
s u l t s  on d i r e c t i o n  o f  d i f f e r e n c e  p a t t e r n s  d i d  no t  a g r e e .
I n  t h i s  s e c t i o n  r e s u l t s  of  c o n t e n t  a n a l y s i s  of t h e  l i t e r a t u r e  to  
i d e n t i f y  dominant  p a t t e r n s  in  d i r e c t i o n  of  d i f f e r e n c e  between l i n e  and 
s t a f f  managers  on c a n d i d a t e  v a r i a b l e s  have been p r e s e n t e d .  The nex t
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s e c t i o n  p r o v i d e s  r e s u l t s  p e r t a i n i n g  to  Im pac ts  on managers a s s o c i a t e d  
w i t h  d i f f e r e n c e s  on th e  c a n d i d a t e  v a r i a b l e s *
Impact o f  L l n e - S t a f f  D i f f e r e n c e s  
The c o n t e n t  a n a l y s i s  p rocedu re  was used t o  d e t e rm in e  what  was r e ­
p o r t e d  In  t h e  l i t e r a t u r e  a bou t  the  r e l a t i o n s h i p  be tween d i r e c t i o n  of 
d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s  and a d v a n t a g e s  and d i s a d v a n t a g e s  t o  
l i n e  and s t a f f  managers* R e s u l t s  a r e  p r e s e n t e d  t o g e t h e r  f o r  the g e n e r a l  
management l i t e r a t u r e  and the h ig h e r  e d u c a t i o n  l i t e r a t u r e !  No d a t a  on 
impac t  p a t t e r n s  from the m id d le  management l i t e r a t u r e  were c o l l e c t e d .
The r e l a t i o n s h i p  between d i r e c t i o n  o f  d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s  
and d i r e c t i o n  of Impact  on academic  l i n e  and s t a f f  managers was add re s ­
sed  too  i n d i r e c t l y  i n  the  m idd le  management documents to  p e r m i t  r e l i ­
a b l e  c o d i n g .
The r e s u l t s  of  the  a n a l y s i s  i n d i c a t e d  t h a t  f i f t e e n  o f  t h e  tw en ty -  
one v a r i a b l e s  o b t a i n e d  otic of  two d l f f e r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n s .  
None of t h e  r em a in ing  s in  c a n d i d a t e  v a r i a b l e s  o b t a i n e d  c l e a r l y  I d e n t i ­
f i a b l e  p a t t e r n s .  The two d i f f e t e n c e - I m p a c t  p a t t e r n s  which were I d e n t i ­
f i e d  as dom inan t  f o r  the m a j o r i t y  of t h e  v a r i a b l e s  were d e s i g n a t e d  P a t ­
t e r n  A and P a t t e r n  B. They d e s c r i b e d  t h e  f o l l o w i n g  r e l a t i o n s h i p s  between 
d i r e c t i o n  o f  d i f f e r e n c e  and d i r e c t i o n  o f  im pac t  which were documented 
In the  l i t e r a t u r e :
•  P a t t e r n  A
When l i n e  and s t a f f  managers were r e p o r t e d  t o  d i f f e r  on a  c a n d id a te  
v a r i a b l e ,  the m anager ia l  group r e p o r t e d  t o  h ave  "more" o r  to be 
“ p o s i t i v e "  was a l s o  r e p o r t e d  to  be a d v a n t a g e d .  The g ro u p  r e p o r t e d
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to  have "Less" o r  to  be " n e g a t i v e "  was r e p o r t e d  to  be d i s a d v a n t a g e d *  
In  s h o r t ,  c a n d i d a t e  v a r i a b l e s  which o b t a i n e d  P a t t e r n  A e x h i b i t e d  a 
r e l a t i o n s h i p  between d i f f e r e n c e  and Impac t  I n  which "more” o f  th e  
v a r i a b l e  was c o n s i d e r e d  advan tageous  and "Leas"  was c o n s i d e r e d  d i s ­
advan tageous  ■ 
a p a t t e r n  B
When l i n e  and s t a f f  managers  were r e p o r t e d  t o  d i f f e r  on a c a n d i d a t e  
v a r i a b l e ,  b o t h  m a n a g e r i a l  g roups  were r e p o r t e d  to  be d i s a d v a n t a g e d *  
Candida te  v a r i a b l e s  which o b t a in e d  P a t t e r n  B e x h i b i t e d  a r e l a t i o n ­
s h i p  between d i f f e r e n c e  and Impact  I n  which th e  e x i s t e n c e  of  a  d i f ­
f e r e n c e  between l i n e  and s t a f f  managers was c o n s id e r e d  t o  be d i s ­
advantageous  to  b o t h  g ro u p s .
As d e s c r ib e d  In C h a p te r  3 ,  t h e r e  were f o u r  cod ing  r e s p o n s e s  a v a i l ­
a b l e  t o  record  what  was r e p o r t e d  I n  the  l i t e r a t u r e  about  t h e  d i r e c t i o n  
of  impact  a s s o c i a t e d  w i t h  a d i f f e r e n c e  on a c a n d i d a t e  v a r i a b l e *  By 
a s s i g n i n g  a coding r e s p o n s e  fo r  t h e  impac t  on l i n e  and a s e c o n d ,  i n d e ­
p e n d e n t ,  response  f o r  t h e  impact  on s t a f f ,  s i x t e e n  c o m b in a t i o n s — or 
Impact p a t t e r n s —-were p o s s i b l e .  These p a t t e r n s  a r e  shown below In 
Table 4 , 1 7 ,  Each of  t h e  two r e p o r t e d  d i f f e r e n c e  d i r e c t i o n s  " l i n e  more ,  
s t a f f  leas'* and " l i n e  l e s s ,  s t a f f  more" c o u l d  t h u s  be a s s o c i a t e d  w i th  
tip t o  s i x t e e n  d i f f e r e n t  Impac t  p a t t e r n s .  T h i s  r e l a t i v e l y  l a r g e  s e t  
of Impact  p a t t e r n s  was n e c e s s a r y  t o  p ro v id e  means t o  a c c o u n t  f o r ,  I . e . ,  
to c o d e ,  v a r i a t i o n s  In  t h e  l i t e r a t u r e  r e g a r d i n g  how d i f f e r e n c e s  on can­
d i d a t e  v a r i a b l e s  were  p e r c e iv e d  t o  impact  l i n e  and s t a f f  m a n a g e r s .  How­
e v e r ,  t h e  r e l a t i o n s h i p s  be tween d i r e c t i o n  o f  d i f f e r e n c e  and d i r e c t i o n  
of Impac t  which were  r e p o r t a b l e  were not  a l l  e q u a l l y  s u b s t a n t i v e .
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T a b le  A. 17 The S ix te e n  Coding Response Combinations  
A v a i l a b l e  t o  Record Impact  P a t t e r n s
CODING 
RESPONSE 
CODING^^OR STAFF 
RESPONSE 
FOR LINE
ADVANTAGED
(+ )
DISADVANTAGED
( - )
NOT ADDRESSED 
OR NOT ADVAN­
TAGED OR 
DISADVANTAGED 
CO)
ADVANTAGED 
AND DIS­
ADVANTAGED 
U >
Advantaged ( + ) + + + - + D + X
D is a d v a n ta g e d  ( - ) -  + _ _ -  0 -  X
Not A d d re s se d /N o t  
Advantaged o r  
D is ad v an ta g ed  (0 )
0 + 0 - 0 0 0 X
Advantaged and 
I Disadvantaged (X)
X + x - X 0 X X
R e l a t i o n s h i p s  which were c o n s id e r e d  p a r t i c u l a r l y  no teworthy  because 
t h e y  p r o v id e  c l e a r  c h a r a c t e r i s a t i o n s  of  the n a t u r e  of  the  a s s o c i a t i o n  
between d i r e c t i o n  of  d i f f e r e n c e  on a v a r i a b l e  and d i r e c t i o n  of Impact 
on l i n e  and s t a f f  m anagers  In c lu d e d ;
a A r e l a t i o n s h i p  be tween  d i r e c t i o n  of  d i f f e r e n c e  and d i r e c t i o n  of  
im pac t  which i n d i c a t e s  t h a t  b o th  l i n e  and s t a f f  managers a r e  ad­
v a n t a g e d  by d i f f e r e n c e  on a v a r i a b l e *  In t h i s  c a s e ,  e i t h e r  o r  
b o th  o f  t h e  d i f f e r e n c e  p a t t e r n s  "Line  more ,  s t a f f  l e s s  (+ 
and ' " l i n e  l e s s ,  s t a f f  more { -  + ) “ would be a s s o c i a t e d  with  th e  
Impac t  p a t t e r n  " l i n e  ad v a n ta g e d ,  s t a f f  a dvan taged  (+ + ) . "
« A r e l a t i o n s h i p  be tween  d i r e c t i o n  of  d i f f e r e n c e  and d i r e c t i o n  of  
im pac t  which I n d i c a t e s  t h a t  b o t h  l i n e  and s t a f f  managers a r e  
d i s a d v a n t a g e d  by d i f f e r e n c e  on a v a r i a b l e *  In  t h i s  c a s e ,  e i t h e r  
o r  b o t h  of  t h e  d i f f e r e n c e  p a t t e r n s  " l i n e  more,  s t a f f  l o s s  (+ - ) "
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and " l i n e  l e s s ,  s t a f f  more { -  +}" would be a s s o c i a t e d  w i t h  th e  
I n p a c t  p a t t e r n  " l i n e  d i s a d v a n t a g e d ,  s t a f f  d i s a d v a n t a g e d  ( -  —)»"
■ A r e l a t i o n s h i p  be tween  d i r e c t i o n  o f  d i f f e r e n c e  and d i r e c t i o n  of
Impac t  which i n d i c a t e s  t h a t  t h e  l i n e  o r  s t a f f  g ro u p  r e p o r t e d  t o
have "mors"  o f  a  v a r i a b l e  l a  r e p o r t e d  to  be a d v a n t a g e d ,  w h i l e  
the g ro u p  w i t h  " l e s s "  I s  r e p o r t e d  to  be d i s a d v a n t a g e d .  I n  t h i s  
c a s e ,  t h e  d i f f e r e n c e  p a t t e r n  " l i n e  more,  s t a f f  l e s s  (+ mus t  
be a s s o c i a t e d  w i th  t h e  Impact  p a t t e r n  " l i n e  a d v a n t a g e d ,  s t a f f  
d i s a d v a n t a g e d  ( 4  w h i l e  th e  d i f f e r e n c e  p a t t e r n  " l i n e  l e s s ,  
s t a f f  more ( -  +)" must  be a s s o c i a t e d  w i th  t h e  im pac t  p a t t e r n  
" l i n e  d i s a d v a n t a g e d ,  s t a f f  a d v an tag ed  ( -  + ) . "
•  A r e l a t i o n s h i p  between d i r e c t i o n  o f  d i f f e r e n c e  and d i r e c t i o n  of
impact  which I n d i c a t e s  t h a t  t h e  l i n e  o r  s t a f f  g r o u p  r e p o r t e d  to
have "more" o f  a v a r i a b l e  i s  r e p o r t e d  t o  be d i s a d v a n t a g e d ,  w h i l e  
the  g r o u p  w i t h  " l e s s "  l a  r e p o r t e d  to  be advan taged*  In t h i s  
c a s e ,  t h e  d i f f e r e n c e  p a t t e r n  " l i n e  more,  s t a f f  l e s s  ( + must  
be a s s o c i a t e d  w i th  t h e  Impact p a t t e r n  " l i n e  d i s a d v a n t a g e d ,  s t a f f  
a d v a n t a g e d  ( -  + )"  w h i l e  th e  d i f f e r e n c e  p a t t e r n  " l i n e  l e s s ,  s t a f f  
more ( -  +}" would be  a s s o c i a t e d  w i th  t h e  Impact  p a t t e r n  " l i n e
a d v a n t a g e d ,  s t a f f  d i s a d v a n t a g e d  (4-
I f  t h e s e  f o u r  r e l a t i o n s h i p s  between d i r e c t i o n  o f  d i f f e r e n c e  on a 
v a r i a b l e  and d i r e c t i o n  of Im pac t  on l i n e  and s t a f f  managers  were t h e  
o n ly  o n e s  p o s s i b l e ,  o n l y  f o u r  Impac t  p a t t e r n s  (+ +,  -  +■ - ,  and -  4-)
would be r e q u i r e d  f o r  cod ing  p u r p o s e s .  However, to  code  o t h e r  l e s s
p r e c i s e  r e l a t i o n s h i p s ,  th e  r e m a in in g  tw e lv e  impact  cod ing  r e s p o n s e  p a t ­
t e r n s  were made a v a i l a b l e .  I n  g e n e r a l ,  t h e s e  tw elve  Im pac t  p a t t e r n s
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d e s c r i b e d  r e l a t i o n s h i p s  be tween  d i f f e r e n c e  and impact  In  which e i t h e r  
impact  was no t  a d d re s s e d  f o r  b o t h  l i n e  and s t a f f  managera o r  Impact  o f  
a  d i f f e r e n c e  was ambiguous f o r  one or  b o t h  g roups  of  m anagers .
Conte n t  a n a l y s i s  r e v e a l e d  t h a t  o n ly  s i g h t  of  the  a v a i l a b l e  s i x t e e n  
im pac t  coding  r e s p o n s e  p a t t e r n s  were a c t u a l l y  r e p o r t e d  i n  t h e  l i t e r a t u r e .  
Moreover* t h r e e  impact  p a t t e r n s  ac c o u n te d  f o r  871 of  t h e  t o t a l  number of  
coding  r e s p o n s e  p a t t e r n s ,  w h i l e  111 of t h e  t o t a l  was d i s t r i b u t e d  among 
f i v e  o t h e r  Impac t  p a t t e r n s *  " L i n e - a d v a n t a g e d , s t a f f  d i s a d v a n t a g e d  (+ 
accoun ted  f o r  411 of t h e  t o t a l ;  " s t a f f  a d v a n t a g e d ,  l i n e  d i s a d v a n t a g e d  
( -  +)"  accoun ted  f o r  255tj and " l i n e  d i s a d v a n t a g e d ,  s t a f f  d i s a d v a n t a g e d  
( -  a cc o u n te d  f o r  1\% of  t h e  t o t a l *  The p a t t e r n s  "XX* -X , X+, 0 - ,  
and (X)" a c c o u n ted  f o r  t h e  r e m a in in g  13X o f  cod ing  r e s p o n s e  p a t t e r n s  r e ­
c o rd e d .  N o ta b l y ,  the  impac t  p a t t e r n  " l i n e  a d v a n t a g e d ,  s t a f f  advan taged  
(+ + ) rt was no t  among th e  r e p o r t e d  p a t t e r n s .
R e s u l t s  on impact c o d in g  r e s p o n s e  p a t t e r n s  fo r  c a n d i d a t e  v a r i a b l e s  
o b t a i n e d  th ro u g h  the c o n t e n t  a n a l y s i s  p r o c e d u r e  a r e  summarized i n  Tab le  
C—1t Appendix G, fo r  the  g e n e r a l  management l i t e r a t u r e  and i n  T ab le  G-2,  
Appendix <J, f o r  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  F requency  c o u n t s  a r e  
r e p o r t e d  s e p a r a t e l y  fo r  t h o s e  t h r e e  Impact  cod ing  r e s p o n s e  p a t t e r n s  
which were documented most  o f t e n ,  w h i l e  f r e q u e n c y  coun ts  f o r  t h e  rem a in ­
ing f i v e  impact  p a t t e r n s  were summed and a r e  t e p o r t e d  t o g e t h e r  as 
" o t h e r , "  To i d e n t i f y  r e l a t i o n s h i p s  be tween d i r e c t i o n  of  d i f f e r e n c e  on 
v a r i a b l e s  and d i r e c t i o n  of  im pac t  on m a n a g e r s ,  impac t  d a t a  i n  T a b le s  
G-] and G-2 were  compared w i t h  d i f f e r e n c e  d a t a  p r e s e n t e d  i n  T a b le s  F - l  
and F -2 ,  Appendix F. S p e c i f i c a l l y ,  t h e  k in d  of  Impact  p a t t e r n s  and
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t h e i r  f r e q u e n c i e s  of  o c c u r r e n c e  in  c o n j u n c t i o n  w i t h  each  d i f f e r e n c e  p a t ­
t e r n  were a n a l y z e d  f o r  each c a n d i d a t e  v a r l a h l e  and I t s  s o u r c e  documents* 
The r e s u l t s  o f  compar ing  d i f f e r e n c e  d a t a  w i t h  Impact  d a t a  r e v e a l e d  
t h a t  on ly  two d l f f e r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n s  were r e p o r t e d  o f t e n  
enough t o  c o n s i d e r  s e p a r a t e l y .  These two p a t t e r n s  were d e s i g n a t e d  P a t ­
t e r n  A and P a t t e r n  B. P a t t e r n  A d e s c r i b e d  a r e l a t i o n s h i p  be tween  d i f f e r ­
ence  on a v a r l a b L e  and Impact on managers which I n d i c a t e d  t h a t  when man­
a g e r s  were r e p o r t e d  to  d i f f e r  on a v a r i a b l e ,  t h e  g roup  r e p o r t e d  t o  have
"more" was r e p o r t e d  to  be advantaged w h i l e  t h e  g roup  w i th  " l e s s "  was
r e p o r t e d  to  be d i s a d v a n t a g e d *  This d l f f e r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n  
was e x h i b i t e d  f o r  a  v a r i a b l e  when the d i f f e r e n c e  p a t t e r n  " l i n e  more,  
s t a f f  l e s s  ( + was r e p o r t e d  In c o n j u n c t io n  w i th  t h e  Impac t  p a t t e r n  
" l i n e  a d v a n t a g e d ,  s t a f f  d i sadvan taged  (+ -*)" and when th e  d i f f e r e n c e  
p a t t e r n  " l i n e  l e a s ,  s t a f f  more ( -  +)" was r e p o r t e d  i n  c o n j u n c t i o n  w i th  
t h e  impac t  p a t t e r n  " l i n e  d i s a d v a n t a g e d ,  s t a f f  advan taged  ( -  + )*" To 
d e t e r m in e  t h e  l e v e l  of  agreement  on t h i s  p a t t e r n  f o r  a v a r i a b l e ,  th e  
number of  documents  which r e p o r t e d  one o f  th e  d l f f e r e n c e - l m p a c t  combi­
n a t i o n s  d e s c r i b e d  above was d iv i d e d  by th e  number of  docum ents  which 
a d d r e s s e d  th e  v a r i a b l e .
For e x a m p le ,  th e  v a r i a b l e  A u th o r i t y  was a d d r e s s e d  in  tw en ty - tw o  
documents .  S i x t e e n  documents re p o r te d  l i n e  managers  to  have more 
A u t h o r i t y  th a n  s t a f f  managers ,  and t h i r t e e n  of t h e s e  a l s o  r e p o r t e d  l i n e
to  be a dvan taged  and s t a f f  t o  be d i s a d v a n t a g e d  hy th e  d i f f e r e n c e .  The
rem a in ing  s i x  documents  r e p o r t e d  l i n e  m anagers  to  have l e e s  A u t h o r i t y
t h a n  s t a f f  m a n a g e r s ,  and a l l  s i x  r e p o r t e d  Line t o  be d i s a d v a n t a g e d  and
s t a f f  t o  be a d v a n ta g e d  by the  d i f f e r e n c e *  Because t h e  same r e l a t i o n s h i p  
between d i r e c t i o n  of d i f f e r e n c e  and d i r e c t i o n  of  Impact  was e x h i b i t e d
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f a r  b o t h  d i f f e r e n c e - i n p a c t  p a t t e r n  c o m b i n a t i o n s ,  t h e  p e r c e n ta g e  of a g r e e ­
ment on P a t t e r n  A f o r  A u t h o r i t y  was c a l c u l a t e d  by d i v i d i n g  the  number 
of  docunentB which  r e p o r t e d  p a t t e r n  A (19 )  by the  number o f  documents 
which  a d d re s s e d  t h e  v a r i a b l e  ( 2 2 ) .  The r e s u l t s  of  t h e  computa t ion  I n d i ­
c a t e d  t h a t  86 t  of  t h e  document a which a d d r e s s e d  A u t h o r i t y  r e p o r t e d  t h a t  
when one group  was r e p o r t e d  t o  have more A u t h o r i t y  t h a n  th e  o t h e r ,  t h e  
g roup  w i th  more was r e p o r t e d  t o  be a d v a n ta g e d  and t h e  g roup  with  l e s s  
was r e p o r t e d  t o  be d i s a d v a n t a g e d  by t h e  d i f f e r e n c e .
The second m a jo r  d i f f e r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n  which emerged 
f rom th e  compar ison  of  d i f f e r e n c e  d a t a  w i t h  Impac t  d a t a  was d e s ig n a t e d  
P a t t e r n  B> P a t t e r n  B d e s c r i b e d  a r e l a t i o n s h i p  be tween  d i f f e r e n c e  on a 
v a r i a b l e  and Impac t  on managers  which i n d i c a t e d  t h a t  when managers were 
r e p o r t e d  to  d i f f e r  on a v a r i a b l e ,  b o th  l i n e  end s t a f f  managers  were r e ­
p o r t e d  to  be d i s a d v a n t a g e d  by th e  d i f f e r e n c e .  Th i s  d i f f e r e n c e - I m p a c t  
r e l a t i o n a l  p a t t e r n  was e x h i b i t e d  fo r  a v a r i a b l e  when e i t h e r  of the  d i f ­
f e r e n c e  p a t t e r n s  " l i n e  more,  s t a f f  l e s s  (+ - ) "  and " l i n e  l e s s ,  s t a f f  
more ( -  +)"  was r e p o r t e d  In c o n j u n c t i o n  w i t h  t h e  Impac t  p a t t e r n  " l i n e
d i s a d v a n t a g e d ,  s t a f f  d i s a d v a n t a g e d  ( ----- ) . "  To d e t e r m i n e  t h e  p e rc e n ta g e
of ag reem en t  on P a t t e r n  B f a r  a  v a r i a b l e ,  t h e  number o f  documents which 
r e p o r t e d  one o f  t h e  d i f f e r e n c e —Impact p a t t e r n  c o m b in a t i o n s  d e s c r ib e d  
above  was d i v i d e d  by the  number of  documents  which a d d r e s s e d  the  v a r i ­
a b l e .
For  exam ple ,  t h e  p e r s o n a l  v a r i a b l e  Age was a d d r e s s e d  In  fou r  docu­
m e n t s .  A l l  of t h e  documents r e p o t t e d  l i n e  m anagers  t o  be o l d e r  than  
s t a f f  managers ,  and  a l l  b u t  one  of  t h e  docum ents  (7 5 1 )  r e p o r t e d  both 
Line and s t a f f  managers  t o  be d i s a d v a n t a g e d  by the  d i f f e r e n c e .  Slmi-
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L a r l y ,  s i x  documents  a d d r e s s e d  t h e  p sy ch o lo g ica l  v a r i a b l e  D i s p o s i t i o n  
Toward C h a n g e » A l l  o f  t h e  document a r e p o r t e d  Line managers  to  have a  
l e a s  p o s i t i v e  D i s p o s i t i o n  Toward Change than  s t a f f  managers ,  and f o u r  
o f  t h e  d o cu m en ts  ( 6 7 1 )  r e p o r t e d  b o t h  l i n e  and s t a f f  managers to  be d i s ­
a d v a n ta g e d  by th e  d i f f e r e n c e .
The f i n a l  r e s u l t s  o f  a n a l y s e s  t o  determine what  the l i t e r a t u r e  r e ­
p o r t e d  a b o u t  t h e  r e l a t i o n s h i p  be tween  d i r e c t i o n  o f  d i f f e r e n c e  on c a n d i ­
d a t e  v a r i a b l e s  and d i r e c t  ion  o f  im pac t  on l i n e  and s t a f f  managers a r e  
summarized I n  Tab le  4 * IB* The c r l t e l r a  shown e a r l i e r  in  T ab le  4*1Z 
were u s e d  t o  d e t e r m i n e  dom inan t  d i f f e r e n c e - i m p a c t  r e l a t i o n a l  p a t t e r n s  
and t h e i r  L e v e l s  of s u b s t a n t i a t i o n .  Note in  Table 4 . 1 8  t h a t  P a t t e r n  A 
was i d e n t i f i e d  as do m in a n t  f o r  e l e v e n  of the tw e n ty -o n e  c a n d i d a t e  v a r i ­
a b l e s ,  P a t t e r n  B was dom inan t  f o r  f o u r ,  and no dom inan t  p a t t e r n s  were 
i d e n t i f i e d  f o r  t h e  r e m a i n i n g  a l l  v a r i a b l e s .  Note a l s o  t h a t  w h i le  
o t h e r  d i f  f e r e  n e e - i m p a c t  r e l a t i o n a l  p a t t e r n s  were r e p o r t e d  fo r  some o f  
t h e  v a r i a b l e s ,  none was documented o f t e n  enough t o  emerge as  dominant  
f o r  a  v a r i a b l e .
Among t h e  p o s i t i o n  c a n d i d a t e s  v a r i a b l e s ,  a l l  were  i d e n t i f i e d  as  
hav ing  a P a t t e r n  A r e l a t i o n s h i p  be tween  d i f f e r e n c e  and Impact  exce p t  
f o r  t h e  two v a r i a b l e s  R e s p o n s i b i l i t y  and D e f i n i t i o n  o f  Role ,  fo r  which 
no do m in a n t  d i f f a r a n e e - i m p a e t  r e l a t i o n a l  p a t t e r n s  emerged .  Leve ls  of 
s u b s t a n t i a t i o n  f o r  P a t t e r n  A were h i g h  fo r  A u t h o r i t y ,  S t a t u s ,  A ccep t ­
ance ,  Autonomy, O p p o r t u n i t y  f o r  Advancement,  and O p p o r t u n i t y  fo r  Com­
m u n i c a t i o n s .  Job S e c u r i t y  a c h i e v e d  a  medium l e v e l  o f  s u b s t a n t i a t i o n ,  
w h i le  O p p o r t u n i t y  f o r  P r o f e s s i o n a l  Development o b t a i n e d  a low Leve l ,
I t  s h o u l d  be  no te d  t h a t  a l t h o u g h  t h e  v a r i a b l e  R e s p o n s i b i l i t y  o b t a in e d
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T ab le  4.18 Summary of R e s u l t s  For General  Management and Higher 
Educa tion  Documents For Impact  a A s s o c i a t e d  w i th  
D i f f e r e n c e s  on C a n d id a te  V a r i a b l e s *
P a t t e r n  A -  "More" ■* Advantaged i 
P a t t e r n  B ■ "More" or  "Less"  -  Di
ind "Leas '  
La advent  a*
* D isadvan taged  
ed
CANDIDATE VARIABLES
NUMBER OF
X AGREE­
MENT ON
X AGREE­
MENT ON
LEVEL OF SUB­
STANTIATION
•  POSITION
DOCUMENTS PATTERN
A
PATTERN
B
FOR PATTERN 
A OR B
A u th o r i t y 22 86.0 14.0 High
S t a t u s 9 89,0 L1 .0 High
Acceptance 18 83.0 17.0 High
Job S e c u r i t y 3 100.0 0 .0 Med ium
Autonomy 5 100.0 0 .0 High
R e s p o n s i b i l i t y 6 33.0 17.0 No P a t t e r n
Op./Advance.  Wi thin Org. 9 100.0 0 .0 High
O p . / P r o f .  Development 1 LOO *0 0 .0 Low
Op./Communications 7 86 .0 14.0 High
D e f i n i t i o n  of  Role 5 40 .0 4 0 .0 No P a t t e r n
•  PERSONAL
Edu ca t io n 8 25.0 2 5 .0 No P a t t e r n
Gender 1 0.0 o . o No P a t t e r n
Race 1 0 .0 0 .0 No P a t t e r n
Age 4 0 .0 75.0 Medium
Appearance 3 0 .0 6 7 .0 Medium
S o c i a l  A c t i v i t i e s 4
. . . .
0 .0
.................
75 .0 Miedlum
* Note In Table  4 . 1 8 .  the  l a s t  column shows th e  l e v e l  of s u b s t a n t i a ­
t i o n  f o r  t h e  p a t t e r n  which was dominant  For a  v a r i a b l e .  I n  the 
a d j a c e n t  two columns ,  p e r c e n ta g e s  o f  agreement a r e  g iv e n  f o r  F a t -  
t e r n a  A and H because  th e s e  were t h e  two o b t a i n e d  most o f t e n  among 
th e  v a r i a b l e s .  For those c a s e s  I n  which n e i t h e r  P a t t e r n  A o r  1 
no r  any o t h e r  p a t t e r n  was dom inan t ,  t h e  n o te  "No P a t t e r n "  I s  shown.
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T a b le  4 .18  ( c o n t i n u e d )
P a t t e r n  A -  L ine  "More" o r  
P a t t e r n  B -  L ine  " L e s s ” o r
" p o s i t i v e " )  S t a f f  
" N e g a t iv e 1' ;  S t a f f
'L es s"  o r  
'Mote" o t
" N e g a t i v e ”
" P o s i t i v e "
CANDIDATE VARIABLES 
•  PSYCHOLOGICAL
NUMBER OP 
DOCUMENTS
X AGREE-* 
KENT ON 
PATTERN 
A
X AGREE­
MENT ON 
PATTERN 
B
LEVEL OF SUB­
STANTIATION 
FOR PATTERN 
A OR B
J ob  S a t i s f a c t i o n 1 100.0 0 . 0 Low
P e r c e p t . / P o w e r 1 100.0 0 . 0 Low
P e rc e p t . / O w n  Unit 2 100.0 0 . 0 Low
P e r c e p t . / P r e f e r r e d  Role 1 0 . 0 0 . 0 No P a t t e r n
D i s p o s i t i o n  Toward Change 6 l b .  5 6 7 . 0 Medium
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no dominant p a t t e r n ,  I t  was  t h e  o n ly  v a r i a b l e  l o r  which t h e  r e l a t i o n s h i p  
between d i r e c t i o n  o f  d i f f e r e n c e  and d i r e c t i o n  o f  Impac t  was r e p o r t e d  t o  
be advan tageous  f o r  th o s e  w i t h  " leas*1 and d i s a d v a n t a g e o u s  f o r  t h o s e  w i t h  
"more,"
Among th e  p e r s o n a l  v a r i a b l e s ,  Age, A p p e a r a n c e ,  and S o c i a l  A c t i v i t i e s  
were a l l  I d e n t i f i e d  as h a v i n g  P a t t e r n  B r e l a t i o n s h i p s  be tween  d i f f e r e n c e  
and Im pac t ,  w i t h  s u b s t a n t i a t i o n  l e v e l s  o f  medium* No dom inan t  d l f f e r -  
encs - Im pac t  r e l a t i o n a l  p a t t e r n s  were I d e n t i f i e d  f o r  E d u c a t i o n ,  Gender ,  
o r  Race* In t h e  ca s e  o f  E d u c a t i o n ,  a l t h o u g h  no dom inan t  p a t t e r n  was 
I d e n t i f i a b l e  b eca u se  r e p o r t e d  im p ac ts  were  d i s t r i b u t e d  among a  v a r i e t y  
of  p a t t e r n s ,  t h e  coding  r e s p o n s e  p a t t e r n  r e c o r d e d  most  o f t e n  was " l i n e  
advan taged ,  s t a f f  a dvan taged  and d i s a d v a n t a g e d  ( -  X ) . "  E d u c a t io n  was 
the  on ly  v a r i a b l e  f o r  which t h i s  p a r t i c u l a r  Impac t  p a t t e r n  was r e p o r t e d *  
For the v a r i a b l e s  Gender and R ace ,  the l i t e r a t u r e  d id  n o t  s p e c i f y  t h e  
impact o f  d i f f e r e n c e  on l i n e  and s t a f f  m a n a g e r s  p e r  a e .  R a t h e r ,  t h e  
focus of d i s c u s s i o n  was t h e  c o n s e q u e n c e s  f o r  women and m i n o r i t i e s  s t e m ­
ming from d i f f e r e n t  s e l e c t i o n  c r i t e r i a  u s e d  by l i n e  and s t a f f  g r o u p s .
Among th e  p s y c h o l o g i c a l  v a r i a b l e s ,  t h r e e ,  Job S a t i s f a c t i o n ,  P e r c e p ­
t i o n  of  Power,  and  P e r c e p t i o n  o f  Own U n i t  o b t a i n e d  P a t t e r n  A impact  p a t ­
t e rn s  a t  low l e v e l s  of  s u b s t a n t i a t i o n !  The  v a r i a b l e  D i s p o s i t i o n  Toward 
Change was r e p o r t e d  to  have a P a t t e r n  B r e l a t i o n s h i p  b e tw e e n  d i f f e r e n c e  
and Impact a t  a medium l e v e l  o f  s u b s t a n t i a t i o n .  F i n a l l y ,  f o r  t h e  v a r i ­
able P e r c e p t i o n  o f  P r e f e r r e d  R o l e ,  no d o m i n a n t  impac t  p a t t e r n  was i d e n ­
t i f i a b l e  b e c a u s e  o n l y  one document a d d r e s s e d  t h e  v a r i a b l e  and I t  d id  n o t  
s p e c i f y  an  Impact  f o r  b o th  m a n a g e r i a l  g r o u p s .
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In  summary th e  r e s u l t s  of  t h e  a n a l y s i s  r e v e a l e d  two majo r  d i f f e r ­
e n c e -  imp a c t  r e l a t i o n a l  p a t t e r n s . The f i r s t  m a jo r  p a t t e r n ,  d e s i g n a t e d  
a s  P a t t e r n  A, I n d i c a t e d  t h a t  when l i n e  and s t a f f  managers  were r e p o r t e d  
t o  d i f f e r  on a  v a r i a b l e ,  t h e  g roup  w i th  "more" was r e p o r t e d  t o  be ad­
v an tag ed  and th e  g roup  w i t h  " l e s s "  was r e p o r t e d  to  be d i s a d v a n t a g e d *  
E leven  c a n d i d a t e  v a r l b l e s  were found to  e x h i b i t  t h i s  d i f f s t a n c e - I m p a c t  
r e l a t i o n a l  p a t t e r n ,  w i t h  l e v e l s  of  s u b s t a n t i a t i o n  r a n g in g  among h i g h ,  
medium, and low.
The o t h e r  m a jo r  d i f f e r a n c e - i m p a c t  r e l a t i o n a l  p a t t e r n ,  d e s i g n a t e d  
a s  P a t t e r n  B, I n d i c a t e d  t h a t  when l i n e  and s t a f f  m anagers  were r e p o r t e d  
t o  d i f f e r  on a  v a r i a b l e ,  both  l i n e  and s t a f f  m anagers  were r e p o r t e d  to  
be d i s a d v a n t a g e d .  Four  c a n d i d a t e  v a r i a b l e s  were I d e n t i f i e d  a s  hav ing  
t h i s  dominan t  p a t t e r n ;  l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  p a t t e r n  was 
medium f o r  a l l  o f  t h e  v a r i a b l e s .
No dom inan t  d i f f e r e n e e - I m p a c t  r e l a t i o n a l  p a t t e r n s  emerged f o r  t h e  
c a n d i d a t e  v a r L a b l e s  R e s p o n s i b i l i t y ,  D e f i n i t i o n  of  R o le ,  E d u c a t i o n ,  Gen­
d e r ,  Race,  and  P e r c e p t i o n  of  P r e f e r r e d  Ro le .  R ega rd ing  t h e  i n t e g r a t i o n  
o f  d a t a  from b o t h  l i t e r a t u r e  s e t s , t h e  r e s u l t s  showed t h a t  f o r  th o a e  
t h r e e  c a n d i d a t e  v a r i a b l e s  ( A u t h o r i t y ,  Autonomy, and D e f i n l t o n  o f  Role)  
a d d r e s s e d  I n  b o t h ,  t h e  dominant  Impac t  p a t t e r n s  e s t a b l i s h e d  th ro u g h  
a n a l y s i s  o f  t h e  g e n e r a l  management l i t e r a t u r e  were  n o t  a l t e r e d  by th e  
h i g h e r  e d u c a t i o n  d a t a .
When c o n s i d e r i n g  t h e  r e s u l t s  o f  t h e  c o n t e n t  a n a l y s i s  t o  d e t e rm in e  
what  has been  r e p o r t e d  about  the  r e l a t i o n s h i p  be tween d i r e c t i o n  of  im­
p a c t  and d i r e c t i o n  of  d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s ,  two p o i n t s  
s h o u ld  be n o t e d .  F i r s t ,  u n l i k e  cod ing  documents f o r  d i r e c t i o n  o f  d i f -
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f e r e n c e s ,  where o n l y  two coding  r e s p o n s e s  were a l lo w e d ,  c o d in g  f o r  1m— 
pa c t a  a l low ed  a maximum of s i x t e e n  d i f f e r e n c e  responses*  Although o n l y  
e i g h t  o f  th e se  were a c t u a l l y  u s e d  d u r i n g  t h e  coding  p r o c e d u r e ,  t h e r e  
was t h e  p o t e n t i a l  f o r  a wide d i s t r i b u t i o n  o f  r e s p o n s e s .  Tha t  the d i s ­
t r i b u t i o n  of r e s p o n s e s  which was a c t u a l l y  o b t a i n e d  was r e d u c i b l e  to  two 
major  d i f f e r e n c e - i m p a c t  r e l a t i o n a l  p a t t e r n s  I s  n o te w o r th y .  Moreover,  
th e se  two major p a t t e r n s  a p p l i e d  t o  f i f t e e n  of  t h e  c a n d i d a t e  v a r i a b l e s ,  
w h i le  t  e remain ing  s i x  v a r i a b l e s  showed no dominant  p a t t e r n s .  Regard­
ing  l e v e l  of  s u b s t a n t i a t i o n ,  i t  s h o u l d  a l s o  he no te d  t h a t  t h e  absence  
of  d a t a  from th e  m i d d le  management l i t e r a t u r e  makes l e v e l s  of s u b s t a n ­
t i a t i o n  fo r  Impact  p a t t e r n s  somewhat l e s s  r o b u s t  than  l e v e l s  o f  s u b s t a n ­
t i a t i o n  f o r  d i r e c t i o n  of d i f f e r e n c e  p a t t e r n s ,  f o r  which d a t a  from th e  
m idd le  management documents were  i n c l u d e d .  As mentioned  p r e v i o u s l y ,  
t h e  r e l a t i o n s h i p  be tween  d i r e c t i o n  of d i f f e r e n c e  on c a n d i d a t e  v a r i a b l e s  
and d i r e c t i o n  o f  Impac t  on academ ic  l i n e  and  S t a f f  managers was ad­
d r e s s e d  too  I n d i r e c t l y  i n  t h e  m i d d l e  management l i t e r a t u r e  to  p e r m i t  
r e l i a b l e  coding .
Second ,  when a l l  coding  r e s p o n s e s  f o r  Impact  a t e  c o n s i d e r e d ,  d i f f e r ­
ence s  on c a n d i d a t e  v a r i a b l e s  were  most o f t e n  r e p o r t e d  to  be a s s o c i a t e d  
w i th  im pac ts  which were  d i s a d v a n t a g e o u s  t o  l i n e  o r  s t a f f  o r  b o th .  More­
o v e r ,  none of t h e  documents i n c l u d e d  In t h e  a n a l y s i s  r e p o r t e d  l i n e  and 
s t a f f  t o  be ad v an tag ed  s i m u l t a n e o u s l y  by d i f f e r e n c e  on a c a n d i d a t e  
v a r i a b l e .  This  s u g g e s t s  t h a t ,  o v e r a l l ,  d i f f e r e n c e s  between l i n e  and 
s t a f f  managers have  b een  r e p o r t e d  to  y i e l d  more d i s a d v a n ta g e o u s  c o n s e ­
quences  than  a d v a n ta g e o u s  ones .
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In  the  f o l l o w i n g  s e c t i o n  the  k in d s  of  o r g a n i s a t i o n a l l y  r e l e v a n t  
b e h a v io r s  which have been r e p o r t e d  t o  be a s s o c i a t e d  w i th  d i f f e r e n c e s  be­
tween Lins and s t a f f  m anagers  on t h e  c a n d i d a t e  v a r i a b l e s  a r e  d e s c r i b e d .
Be bav l o r  a R e l a t e d  t o  L i n e - j j t a f f  D i f f e r e n c e s  
t h e  c o n t e n t  a n a l y s i s  p ro c e d u re  was used  t o  I d e n t i f y  b e h a v i o r s  which 
were r e p o r t e d  In  t h e  l i t e r a t u r e  to  be a s s o c i a t e d  w i t h  d i f f e r e n c e s  be-* 
tween Line and s t a f f  managers  on t h e  c a n d i d a t e  v a r i a b l e s *  O r g a n i z a t i o n ­
a l l y  r e l e v a n t  b e h a v i o r s  were  d e f i n e d  i n  te rm s  o f  an a d a p t a t i o n  o f  Katz 
and Kahn 's  (1966) m a jo r  t y p e s  of  b e h a v i o r s  r e q u i r e d  f o r  e f f e c t i v e  organ­
i s a t i o n a l  f u n c t i o n i n g *  R e s u l t s  on b e h a v i o r s  r e l a t e d  t o  H n e - s t a f f  d i f ­
f e r e n c e s  a r e  p r e s e n t e d  t o g e t h e r  f o r  t h e  g e n e r a l  management and h i g h e r  
ed u c a t io n  l i t e r a t u r e .  No d a t a  on h e h a v l o r s  were  c o l l e c t e d  f rom t h e  
academic m id d le  management l i t e r a t u r e .  The m id d le  management documents  
ad d re s s e d  t h e  b e h a v i o r a l  consequenc es  of  d i f f e r e n c e s  between academic  
l i n e  and s t a f f  managers  to o  i n d i r e c t l y  t o  p e rm i t  r e l i a b l e  c o d i n g .
The r e s u l t s  of  t h e  a n a l y s i s  i n d i c a t e d  t h a t  f o r  a l l  of  t h e  twenty*- 
one c a n d i d a t e  v a r i a b l e s ,  d i f f e r e n c e s  between l i n e  and s t s f f  m anagers  
were r e p o t t e d  t o  be a s s o c i a t e d  w i th  n e g a t i v e  b e h a v i o r s ,  i . e . ,  b e h a v i o r s  
which p o t e n t i a l l y  cou ld  l e a d  to  o r g a n ! t a t i o n a l  d y s f u n c t i o n s .  S p e c i f i c  
b e h a v io r s  which were i d e n t i f i e d  from t h e  l i t e r a t u r e  u s in g  l i t e r a l  r e ­
co rd ing  d u r i n g  t h e  c o n t e n t  a n a l y s i s  p r o c e d u r e  a r e  shown In  T a b l e  4 . 1 9 .  
Each b e h a v io r  i s  l i s t e d  a c c o r d in g  t o  t h e  m a jo r  b e h a v i o r a l  ty p e  w i t h  
which i t  was moat c l o s e l y  r e l a t e d .  R e c a l l  t h a t  i n f o r m a t i o n  on b e h a v i o r s  
was coded u s i n g  s i x  m a jo r  b e h a v i o r  t y p e s — t h r e e  p o s i t i v e  and t h r e e  nega­
t i v e — as  c o n t e n t  u n i t s ,  w i t h  s e v e r a l  examples  p ro v id e d  of  each  t y p e .
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T ab le  4 . 1 9  D i f f e r e n c e - L i n k e d  B e h a v i o r s  I d e n t i f i e d  f r o n  the L i t e r a t u r e  
U s ing  an  A d a p t a t i o n  o f  K a t s  and K a h n ' s  ( 1 9 6 6 )  P a t t e r n s  of  Behavior 
R e q u i r e d  f o r  E f f e c t i v e  O r g a n l a a c l o n a l  F u n c t io n in g
MOT JOINING AMD STAYING IN THE ORGANIZATION
•  Not J o i n i n g  L i n e
e  Not J o i n i n g  S t a f f
a  L in e  Manager F i r e d  from 
P o s i t i o n
a  S t a f f  Manager F i r e d  from 
P o s i t i o n
•  J o i n i n g  Line— Moving to S t a f f  
a  J o i n i n g  S t a f f — Moving to Line
•  S t a f f  R e s i g n a t i o n  o r  Removal 
f rom P r o j e c t
s  High  T u rn -o v e r  Rate f o r  Line
a High T u rn -o v e r  Rate f o r  S t a f f
NOT MEETING OR EXCEEDING JOB STANDARDS
* F a i l u r e  t o  P e r f o r m  J ob  
R e q u i r e m e n t s
s E v a s i o n  o f  F o rm a l  Ru le s
a  M i s s e d /D e la y e d  D e a d l i n e s
a  D e l i b e r a t e  M a l p r a c t i c e / S a b o t a g e
•  M a n i p u l a t i o n  o f  S c h e d u l e s /  
I n f o r m a t i o n
e  W i th h o ld i n g  of  I n f o r m a t io n /  
F a i l u r e  to  Communicate
s Maneuvers  to  Circumvent  Other  
C r o u p ' s  E f f o r t s / D i r e c t i o n s
•  D e c i s i o n  Making Slowed
* D e c i s i o n s  Not Made by Most 
Q u a l i f i e d  P e o p le
NOT PERFORMING ACTIVITIES BEYOND JOB REQUIREMENTS TO 
ACHIEVE EFFECTIVE ORGANIZATIONAL FUNCTIONING
s O p p o s i t i o n  t o  Change
a R e s i s t a n c e  t o  New I d e a s /  
I n f o r m a t i o n
e M is p la c e d  Em phas is  on 
P l a n n i n g  V ice  P r o d u c t i o n
•  G u a rd in g  Own A re a  o r  U n i t  to  
t h e  D i s a d v a n t a g e  of  O t h e r s
s  L o y a l t y  to  E x t e r n a l  P ro fe s ­
s i o n a l  Group Vice O r g a n i s a t i o n
a Reduced C o o p e ra t io n  As Evidenced 
by ;  J o c k e y i n g  f o r  p o s i t i o n /
A u th o r i t y /P o w e r ;  F r i c t i o n ;  
C o n f l i c t ;  M isunders tand ­
i n g s ;  A n im os i ty ;  I n f i g h t ­
i n g ;  Arguments ;  Confusion* 
D i s p u t e s ;  Resen tmen t;  D is ­
harmony; Lowered Morale; 
D i s s e n s i o n ;  F r u s t r a t i o n ;  
F e a r  o f  R e p r i s a l ;  P o l i t i c k ­
ing  j Power P l a y s ;  Confron­
t a t i o n s ;  and T h re a t s  or  
Im p l ied  T h r e a t s .
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Because a l l  examples  o f  b e h a v i o r s  which were I d e n t i f i e d  d u r i n g  th e  c o n ­
t e n t  a n a l y s i s  p r o c e d u r e  p e r t a i n e d  t o  n e g a t i v e  b e h a v i o r s ,  t h e  t h r e e  p o s i ­
t i v e  b e h a v i o r  t y p e s  a r e  no t  shown In Tab le  4*19.  As Table  4 .1 9  s u g g e s t s ,  
t h e r e  was a d e c i d e d  t e n d e n c y  In t h e  l i t e r a t u r e  f o r  t h o s e  documents  which 
r e p o r t e d  a s s o c i a t i o n s  between b e h a v i o r s  and d i f f e r e n c e s  on c a n d i d a t e  
v a r i a b l e s  t o  focus  on th e  n e g a t i v e  r a t h e r  th e n  th e  p o s i t i v e  c o n s e q u e n c e s  
of  t h e s e  d i f f e r e n c e s .
To d e t e r m i n e  I f  t h e r e  were any  dominant  p a t t e r n s  f o r  c a n d i d a t e  v a r i ­
a b l e s  In t e rm s  o f  t h e  ma jor  types  o f  n e g a t i v e  b e h a v i o r s  w i th  which  d i f ­
f e r e n c e s  were  r e p o r t e d  to  be a s s o c i a t e d ,  t h e  p e r c e n t a g e  of  a g r e e m e n t  on 
each  b e h a v i o r  ty p e  was c a l c u l a t e d  f o r  each v a r i a b l e .  The r e s u l t s  o f  
t h i s  p r o c e d u r e  a r e  p r e s e n t e d  In T ab le  4 . 2 0 .  Note In  Tab le  4 , 2 0  t h a t  
because  a document c o u l d  r e p o r t  a  d i f f e r e n c e  on a c a n d i d a t e  v a r i a b l e  t o  
be a s s o c i a t e d  w i t h  up t o  t h r e e  n e g a t i v e  b e h a v i o r  t y p e s ,  th e  number from 
which p e r c e n t a g e s  w ere  c a l c u l a t e d  r e f e r r e d  to  t h e  t o t a l  number o f  t i n e s  
a d i f f e r e n c e  was l i n k e d  to  b e h a v i o r  r a t h e r  th a n  t h e  t o t a l  number o f  d o c ­
uments which  a d d r e s s e d  the  v a r i a b l e .  Dominant p a t t e r n s  and t h e i r  l e v e l s  
of s u b s t a n t i a t i o n  w ere  measured u s i n g  the  same c r i t e r i a  a s  were  u sed  
f o r  d i f f e r e n c e  p a t t e r n s  and im pac t  p a t t e r n s .  As T a b l e  4 ,20  show s ,  dom­
i n a n t  p a t t e r n s  were I d e n t i f i e d  f o r  o n ly  a bou t  o n e - h a l f  of t h e  c a n d i d a t e  
v a r i a b l e s ,  and e x c e p t  f o r  one c a s e ,  dominant  b e h a v i o r  p a t t e r n s  which 
emerged were  no t  s u b s t a n t i a t e d  above th e  medium l e v e l .
Among th e  p o s i t i o n  v a r i a b l e s ,  dominant  p a t t e r n s  were I d e n t i f i e d  f o r  
o n l y  t h r e e  v a r i a b l e s ]  J o b  S e c u r i t y ,  O p p o r t u n i t y  f o r  P r o f e s s i o n a l  D e v e l ­
opment ,  and  O p p o r t u n i t y  f o r  Communica tions ,  D i f f e r e n c e  be tween  l i n e  and 
s t a f f  managers  on J o b  S e c u r i t y  was moat o f t e n  r e p o r t e d  to  be a s s o c i a t e d
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T ab le  4 .2 0  R e s u l t s  on B e h a v i o r s  A s s o c i a t e d  w i th  D i f f e r e n c e s  on C an d id a te  
V a r i a b l e s  f o r  t h e  G e n e r a l  Management and Higher  E d u c a t io n  L i t e r a t u r e
A -  Hot J o i n i n g  and S t a y i n g  In t h e  O r g a n i z a t i o n  
B -  Hot Mee ting  o r  Exceed ing  Job  S ta n d a rd s  
C ■ Not P e r fo rm ing  A c t i v i t i e s  Beyond J ob  Requi rements  
to  Achieve E f f e c t i v e  O r g a n i s a t i o n a l  F u n c t i o n i n g
CANDIDATE VARIABLES
NUMBER OF
TIMES AS­
SOCIATED
X
AGREE­
X
agree­
1
X
AGREE­
LEVEL OF 
SUBSTANTIA­
•  POSITION
WITH
BEHAVIOR
MENT
A
ment
a.. .
MENT
C
TION Kf B* 
OR C
A u th o r i t y 34 2 3 .5 32 .4 44.1 No P a t t e r n
S t a t u s 11 3 6 .4 9.1 54.5 No P a t t e r n
Acceptance 27 18.5 33 .3 4 8 .2 No P a t t e r n
J o b  S e c u r i t y 3 6 6 .7 0*0 33.3 Low
Autonomy 5 2 5 .0 50.0 25.0 No P a t t e r n
R e s p o n s i b i l i t y 7 28 .5 28.5 4 3 .0 No P a t t e r n
Op./Advance.  W i th in  org* 12 58 .4 8 . 3 33.3 No P a t t e r n
O p . / P r o f ,  Development 1 0 . 0 100.0 0 . 0 Low
Op. / ConraunlcatIons 9 0 . 0 33.3 66 .7 Medium
D e f i n i t i o n  of  Role 0 12.5 37.5 50 .0 No P a t t e r n
e  PERSONAL
Educa t ion 9 0 . 0 22.0 78.0 High
Gender 1 0 . 0 100.0 0 . 0 Low
Race 1 0 . 0 0 . 0 100.0 Low
Age 1 0 . 0 20 .0 8 0 .0 Low
P e r s o n a l  Appearance 3 0 . 0 0 . 0 100.0 Medium
S o c i a l  A c t i v i t i e s 4 0 . 0 0 . 0 100.0 Medium
a PSYCHOLOGICAL
J ob  S a t i s f a c t i o n 3 33 .3 33 .3 33 .4 No P a t t e r n
P a r c e p t , / p o w e r 1 0 . 0 100.0 0 . 0 Low
P ercep t . /O w n U n i t 2 0 . 0 0 . 0 100.0 Low
P e r c e p t . / P r e f e r r e d  Role i 0 . 0 0 . 0 100.0 Low
D lsp .  Toward Change 8 12.5 37 .5 50 .0 No P a t t e r n
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w ith  behaviors r e l a t e d  to  "not Jo in ing  and s tay ing  in  the  o r g a n iz a t io n . "  
D i f fe ren ce  between managers on Opportunity fo r  P ro fe s s io n a l  Development 
was reported  to be a s soc ia ted  with behaviors  r e l a t e d  to  " f a i l u r e  to  meet 
Job performance s ta n d a rd s ."  For both Job Secur i ty  and Opportunity  f o r  
P ro fe s s io n a l  Development, l e v e l s  of p a t t e r n  s u b s t a n t i a t i o n  were low. 
D if fe rence  on the va r iab le  Opportunity fo r  Communications was r ep o r ted  
most o f te n  to be a s soc ia ted  with behaviors  r e l a t e d  to  " f a i l u r e  to  per­
form a c t i v i t i e s  beyond Job requirements to  achieve e f f e c t i v e  o rg a n i s a ­
t i o n a l  functioning.** For the remaining seven p o s i t io n  v a r i a b l e s ,  the 
r e s u l t s  of the a n a ly s i s  showed that d i f f e r e n c e s  were repor ted  to  be 
a s s o c i a t e d  with two or more major types of negative behav io r ,  with no 
dominant p a t te rn s  i d e n t i f i a b l e .
Among the s i x  personal v a r i a b le s ,  dominant p a t t e r n s  emerged fo r  
Educat ion,  with a high l e v e l  of s u b s t a n t i a t i o n ; Gender,  Race, and Age, 
w ith  low leve ls  of s u b s t a n t i a t i o n ;  and Personal  A ppearance  and Soc ia l  
A c t i v i t i e s ,  with medium le v e l s  of s u b s t a n t i a t i o n .  D if ference  between 
l i n e  and s t a f f  managers on the  va r iab le  Gender was moat o f te n  r ep o r ted  
to  be assoc ia ted  with " f a i l u r e  to meet Job s t a n d a rd s ."  the  behavior 
type with which d i f f e r e n c e s  on the o ther  f i v e  v a r i a b l e s  were reported  
moat of ten  to be linked was " f a i l u r e  to  perform a c t i v i t i e s  beyond Job 
requirements  to achieve e f f e c t i v e  o rg an iza t io n a l  f u n c t io n in g , "
For the psychologica l  candidate  v a r i a b l e s ,  dominant p a t t e rn s  were 
i d e n t i f i e d  for the  v a r ia b le s  Perception o f  Power, Pe rcep t ion  of Own 
U n i t ,  and Perception of P re fe r red  Role, w i th  low l e v e l s  of s u b s t a n t i a ­
t i o n .  Difference between l i n e  and s t a f f  managers on Percept ion of  Power 
was repor ted  to be a s soc ia ted  with behaviors  r e l a t e d  to  "not meeting 
job  s t a n d a r d s .H Differences  on Perception of Own Unit  and Percept ion
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o f  P r e f e r r e d  Role were r e p o r t e d  t o  be a s s o c i a t e d  w i th  b e h a v io r*  r e l a t e d  
t o  “f a i l u r e  t o  pe r fo rm  a c t i v i t i e s  beyond Job r e q u i r e m e n t * ." No dominant 
p a t t e r n s  emerged f o r  t h e  p s y c h o l o g i c a l  v a r i a b l e s  Job  S a t i s f a c t i o n  and 
D i s p o s i t i o n  Toward Change*
In  summary, f o r  a l l  tw en ty -one  c a n d i d a t e  v a r i a b l e s , d i f f e r e n c e s  be­
tween l i n e  and s t a f f  managers  were r e p o r t e d  t o  be l inked  to  n e g a t i v e  be­
h a v i o r s  r a t h e r  t h a n  p o s i t i v e  o n e s .  T>ocumenta which r e p o r t e d  an  a s s o ­
c i a t i o n  between L l n e - a t a f f  d i f f e r e n c e s  and s p e c i f i c  o r g a n i z a t i o n a l l y  
r e l e v a n t  b e h a v i o r s  f o c u s e d  a lm os t  e x c l u s i v e l y  on th e  n e g a t i v e  consequen­
ces  of  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s .  A l s o ,  the  l i t e r a t u r e  tended 
to  emphasize  b e h a v i o r s  o f  t h e  d i s a d v a n t a g e d  group as  wel l  as  i n t e r a c ­
t i o n s  be tween  the  d i s a d v a n t a g e d  and t h e  advan taged  groups* T h i s  d id  
n o t  mean t h a t  p o s i t i v e  b e h a v i o r s  were n o t  d i s c u s s e d  i n  c o n n e c t io n  w i th  
some of t h e  c a n d i d a t e  v a r i a b l e s .  However,  whan p o s i t i v e  b e h a v i o r s  were 
a d d r e s s e d  i n  the  l i t e r a t u r e ,  two p a r t i c u l a r  p e r s p e c t i v e s  were e v i d e n t .
F i r s t ,  documents t e n d e d  t o  em phas ize  the  t r a d i t i o n a l  d e f i n i t i o n s  
o f  l i n e  and s t a f f ,  e . g . ,  l i n e  commands, s t a f f  a d v i s e s ,  and th e  p r i n c i ­
p l e s  of  o r g a n i z a t i o n ,  e . g . ,  u n i t y  of  command or d i v i s i o n  of  l a b o r ,  oper ­
a t i o n a l i z e d  th ro u g h  manager  b e h a v i o r s  p r e s c r i b e d  by th e  d e f i n i t i o n s .
In  such  d i s c u s s i o n s ,  a s s o c i a t i o n s  between d i f f e r e n c e s  on c a n d i d a t e  v a r i ­
a b l e s  and th e  t h r e e  p o s i t i v e  type s  o f  b e h a v i o r  d e s c r i b e d  by Katz and 
Kahn (1966)  were no t  c l e a r l y  s p e c i f i e d .  Second,  i n  some docum ents ,  pos­
i t i v e  b e h a v i o r s  were d i s c u s s e d  i n  c o n n e c t i o n  w i t h  a c a n d id a te  v a r i a b l e  
i n  terms o f  what was p e r c e i v e d  to  be t h e  i n h e r e n t  v a lu e  of a  v a r i a b l e .  
For exam ple ,  E d u ca t io n  p e r  se  was c o n s i d e r e d  a v a l u a b l e  a s s e t  which 
c o n t r i b u t e d  t o  a m a n a g e r ' s  a b i l i t y  t o  "meet  or  exceed  Job s t a n d a r d s . "  
However,  a d i f f e r e n c e  between l i n e  and s t a f f  managers on E d u c a t io n  was
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r e p o r t e d  t o  r e s u l t  I n  n e g a t i v e  b e h a v i o r s  Leading  to  r e d u c e d  c o o p e r a t i o n  
be tween  the two groups* As the r e s u l t s  shown In T a b l e s  A. 19 and A .20 
s u g g e s t , t h e  L i t e r a t u r e  provided r a t h e r  s p e c i f i c  examples  of  a s s o c i a ­
t i o n s  between l i n e - s t a f f  d i f f e r e n c e s  and n e g a t i v e  b e h a v i o r s ,  bu t  d e a l t  
i n  nmch more g e n e r a l  or t h e o r e t i c a l  terms when p o s i t i v e  b e h a v i o r s  were 
d i s c u s s e d ■
O v e r a l l ,  t h e  r e s u l t s  of  the a n a l y s i s  i n d i c a t e d  t h a t  th e  l i t e r a t u r e  
a s s o c i a t e d  d i f f e r e n c e s  between l i n e  and s t a f f  managers on c a n d i d a t e  
v a r i a b l e s  w i th  b e h a v i o r s  which were p o t e n t i a l l y  d i s r u p t i v e  t o  o r g a n i s a ­
t i o n a l  f u n c t i o n i n g .  Dominant p a t t e r n s  f o r  ma jor  ty p e s  o f  n e g a t i v e  be­
h a v i o r s  w i th  w h ich  d i f f e r e n c e s  ware r e p o r t e d  t o  be l i n k e d  were i d e n t i ­
f i e d  f o r  twelve o f  the ca n d id a te  v a r i a b l e s *  Leve ls  of s u b s t a n t i a t i o n  
f o r  t h e s e  dom inan t  p a t t e r n s  were m o s t ly  low and medium, w i th  o n ly  th e  
p a t t e r n  fo r  E d u c a t io n  ach iev ing  a h ig h  l e v e l  o f  s u b s t a n t i a t i o n .  The 
ty p e  of  b e h a v i o r  which was I d e n t i f i e d  most o f t e n  as a dominan t  p a t t e r n  
was " n o t  p e r fo rm in g  a c t i v i t i e s  beyond job  r e q u i r e m e n t s  t o  a c h ie v e  e f f e c ­
t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g . "  In  many c a s e s ,  s p e c i f i c  b e h a v i o r s  
r e l a t e d  to  t h i s  m a jo r  type of  b e h a v i o r  were r e p o r t e d  t o  be a c t a  and i n ­
t e r a c t i o n s  which reduced c o o p e ra t io n  between l i n e  and s t a f f  managers .
Summary
In  t h i s  s e c t i o n ,  r e s u l t s  of a l l  o f  th e  a n a l y t i c a l  p r o c e d u r e s  a r e  
summarized .
Summary o f  R e s u l t s  f o r  G enera l  Hypotheses  I - IV
The r e s u l t s  o f  t a s t i n g  General  H ypo theses  L-IV showed t h a t  a l l  
were  p a r t i a l l y  s u p p o r t e d .  F indings  f o r  e a c h  General  H y p o th e s i s  a r e  sum­
m a r i z e d  below*
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•  G enera l  H y p o t h e s i s  1 h y p o t h e s i s e d  t h a t  t h e  g e n e r a l  management 
l i t e r a t u r e  I n d i c a t e s  t h a t  t h e  l i n e —s t a f f  s t r u c t u r e  s h a p e s  some 
p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e ­
r i a ,  and p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  
m a n a g e r s • F o r ty  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  t o  p o s i t i o n ,  
p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  on which  l i n e  and s t a f f  
were  compared l it  t h e  g e n e r a l  management o r  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e  were t e s t e d  i n  c o n n e c t i o n  w i t h  G e n e r a l  H y p o t h e s i s  1 .  
The r e s u l t s  i n d i c a t e d  t h a t  t w e n t y - f i v e  s p e c i f i c  h y p o t h e s i s  were  
s u p p o r t e d ,  l , e . ,  t h e  g e n e r a l  management l i t e r a t u r e  r e p o r t e d  l i n e  
and s t a f f  managers  to  d i f f e r  on t h e s e  t w e n t y - f i v e  v a r i a b l e s .
F iv e  s p e c i f i c  h y p o t h e s e s  were  n o t  S u p p o r t e d ,  and t e n  had no 
d a t a ,  l , e . p l i n e  and  s t a f f  managers  ware  n o t  compared on t h e  
v a r i a b l e s  I n  the g e n e r a l  management L i t e r a t u r e ,  With o v e r  flOl 
o f  the s p e c i f i c  h y p o t h e s e s  f o r  which  t h e r e  were  d a t a  s u p p o r t e d ,  
Genera l  H y p o t h e s i s  1 was p a r t i a l l y — b u t  s t r o n g l y — s u p p o r t e d  ■
The t w e n t y —f i v e  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  
I d e n t i f i e d  a s  L l n e - a t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h r o u g h  t e s t ­
i n g  G e n e r a l  H y p o th e s i s  I w e re  used  t o  f o r m u l a t e  s p e c i f i c  h y p o t h ­
e s e s  f o r  G en e ra l  H y p o t h e s i s  I I ,
« G enera l  H y p o th e s i s  I I  h y p o t h e s i z e d  t h a t  t h e  g e n e r a l  management 
l i t e r a t u r e  i n d i c a t e s  t h a t  d i f f e r e n c e s  be tw ee n  Line and s t a f f  
managers  on c e r t a i n  p o s i t i o n ,  p e r s o n a l ,  a n d  p s y c h o l o g i c a l  v a r i ­
a b l e s  can r e s u l t  I n  manager  b e h a v i o r s  w h ich  a r e  r e l e v a n t  t o  t h e  
f u n c t i o n i n g  of  an o r g a n i z a t i o n .  T w e n t y - f i v e  s p e c i f i c  h y p o t h e s e s  
p e r t a i n i n g  t o  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  l i n e - s t a f f
a n
d i s t i n g u i s h i n g  v a r i a b l e s  were t e s t e d  In  c o n n e c t i o n  w i th  Genera l  
H y p o t h e s i s  I I .  The r e s u l t s  l d i c a t s d  t h a t  e i g h t e e n  s p e c i f i c  
h y p o t h e s e s  were s u p p o r t e d ,  I . e . ,  the  g e n e r a l  management l i t e r a ­
t u r e  r e p o r t e d  d i f f e r e n c e s  between l i n e  and  s t a f f  managers  on 
t h e s e  v a r i a b l e s  to  be a s s o c i a t e d  with  b e h a v i o r .  The r em a in ing  
seven  s p e c i f i c  h y p o t h e s e s  were no t  s u p p o r t e d ,  i n d i c a t i n g  t h a t  
f o r  t h e s e  v a r i a b l e s  t h e  g e n e r a l  management l i t e r a t u r e  d i d  not  
a d d r e s s  t h e  r e l a t i o n s h i p  between l i n e - s t a f f  d i f f e r e n c e s  and be­
h a v i o r ,  With 721 of  t h e  s p e c i f i c  h y p o t h e s e s  s u p p o r t e d ,  t h e  o v e r ­
a l l  p a r t i a l  s u p p o r t  f o r  G ene ra l  H y p o th e s i s  I I  was s t r o n g .  The 
e i g h t e e n  b e h a v i o r - l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  
i d e n t i f i e d  t h r o u g h  t e s t i n g  G ene ra l  H y p o th e s i s  11 met t h e  c r i t e ­
r i o n  f o r  i n c l u s i o n  i n  t h e  c a n d i d a t e  v a r i a b l e  l i s t ,  
a  G e n e ra l  H y p o th e s i s  111 h y p o th e s i z e d  t h a t  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e  i n d i c a t e s  t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  shapes  some 
p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e ­
r i a ,  and p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  academic  l i n e  
and s t a f f  m a nage r s .  F o r t y  s p e c i f i c  h y p o t h e s e s  p e r t a i n i n g  to 
p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  on which l i n e  
and s t a f f  wars compared i n  the  g e n e r a l  management or  t h e  h ighe r  
e d u c a t i o n  l i t e r a t u r e  were t e s t e d  i n  c o n n e c t i o n  w i th  G e n e r a l  Hy­
p o t h e s i s  H i .  The r e s u l t s  i n d i c a t e d  t h a t  f i f t e e n  s p e c i f i c  hy­
p o t h e s i s  were s u p p o r t e d ,  i . e . ,  the  h i g h e r  e d u c a t io n  l i t e r a t u r e  
r e p o r t e d  academic  l i n e  and s t a f f  managers  to  d i f f e r  on th e s e  
f i f t e e n  v a r i a b l e s .  Six s p e c i f i c  h y p o th e s e s  were not  s u p p o r t e d ,  
and n i n e t e e n  had no d a t a ,  I . e . ,  academic l i n e  and s t a f f  managers
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were n o t  con p a re d  an  t h e  v a r i a b l e s  I n  t h e  h i g h e r  e d u c a t i o n  l i t ­
e r a t u r e ,  With a p p r o x i m a t e l y  7\% o f  t h e  s p e c i f i c  h y p o th e se s  f o r  
which t h e r e  were d a t a  s u p p o r t e d ,  G e n e r a l  H y p o th e s i s  111 waa 
s t r o n g l y  s u p p o r t e d .  The f i f t e e n  p o s i t i o n ,  p e r s o n a l ,  and psycho ­
l o g i c a l  v a r i a b l e s  i d e n t i f i e d  a s  aca d e m ic  i l n e - s t a f f  d i s t i n g u i s h ­
ing  v a r i a b l e s  t h r o u g h  t e s t i n g  G e n e r a l  H y p o th e s i s  t i l  were used  
t o  f o r m u l a t e  s p e c i f i c  h y p o t h e s e s  f o r  G enera l  H y p o th e s i s  IV*
•  Genera l  H y p o th e s i s  IV h y p o t h e s i s e d  t h a t  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e  I n d i c a t e s  t h a t  d i f f e r e n c e s  be tween academ ic  l i n o  and 
s t a f f  managers  on c e r t a i n  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  
v a r i a b l e s  can r e s u l t  In  manager b e h a v i o r s  which a r e  r e l e v a n t  t o  
th e  f u n c t i o n i n g  o f  an I n s t i t u t i o n .  F i f t e e n  s p e c i f i c  h y p o th e s e s  
p e r t a i n i n g  t o  p o s i t i o n ,  p e r s o n a l ,  and  p s y c h o l o g i c a l  academic 
l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  were t e s t e d  i n  c o n n e c t io n  
w i th  G en e ra l  H y p o t h e s i s  IV, The r e s u l t s  I n d i c a t e d  t h a t  s i x  
s p e c i f i c  h y p o t h e s e s  were  s u p p o r t e d ,  I . e . ,  t h e  h i g h e r  e d u c a t i o n  
l i t e r a t u r e  r e p o r t e d  d i f f e r e n c e s  b e tw e e n  academic  l i n e  and s t a f f  
managers  on t h e s e  v a r i a b l e s  to  be a s s o c i a t e d  w i th  beh av io r*  The 
r e m a in in g  n i n e  s p e c i f i c  h y p o t h e s e s  were  n o t  s u p p o r t e d ,  I n d i c a t ­
ing  t h a t  f o r  t h e s e  v a r i a b l e s  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  d id  
n o t  a d d r e s s  t h e  r e l a t i o n s h i p  be tween  l i n e - s t a f f  d i f f e r e n c e s  and 
b e h a v io r*  With o n ly  4D3E of the  s p e c i f i c  h y p o th e s e s  s u p p o r t e d ,  
th e  o v e r a l l  p a r t i a l  s u p p o r t  f o r  G e n e r a l  H y p o th e s i s  IV was p o o r .  
The s i x  b e h a v i o r - l i n k e d  academic  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i ­
a b l e s  i d e n t i f i e d  t h r o u g h  t e s t i n g  G e n e r a l  H y p o th e s i s  IV met t h e  
c r i t e r i o n  f o r  i n c l u s i o n  i n  the c a n d i d a t e  v a r i a b l e  l i s t *
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The r e s u l t s  of t e s t i n g  General  H y p o th e s e s  I - IV  I n d i c a t e d  t h a t  t h e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e  compared l i n e  and s t a f f  on fewer  v a r i a b l e s  
th a n  th e  g e n e r a l  management l i t e r a t u r e  and a d d r e s s e d  th e  r e l a t i o n s h i p  
be tween  d i f f e r e n c e s  be tween  l i n e  and s t a f f  managers  on v a r i a b l e s  and 
o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  l e s s  o f t e n *  The r e s u l t s  a l s o  r e ­
v e a l e d  tw e n ty -o n e  v a r i a b l e s  which met t h e  c r i t e r i o n  f o r  i n c l u s i o n  on 
th e  c a n d i d a t e  v a r i a b l e  l i s t .  The c r i t e r i o n  f o r  I n c l u s i o n  was t h a t  a 
v a r i a b l e  be documented a t  l e a s t  once by the  g e n e r a l  management: o r  t h e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e  as  a b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h ­
in g  v a r i a b l e *  The c a n d i d a t e  v a r i a b l e s  a r e  l i s t e d  be Low:
e P o s i t i o n  V a r i a b l e s :  A u t h o r i t y , S t a t u s ,  A c c e p ta n c e ,  Job S e c u r i t y ,
Autonomy, R e s p o n s i b i l i t y ,  O p p o r t u n i t y  f o r  Advancement W i th in  
t h e  O r g a n i z a t i o n ,  O p p o r tu n i ty  f o r  P r o f e s s i o n a l  Development ,  
O p p o r t u n i t y  f o r  Communica tions,  and D e f i n i t i o n  of  Role .
■ P e r s o n a l  V a r i a b l e s :  E d u c a t io n ,  Gender ,  Race ,  Age, P e r s o n a l
A ppearance ,  and S o c i a l  A c t i v i t i e s ,  
a P s y c h o l o g i c a l  V a r i a b l e s :  Job  S a t i s f a c t i o n ,  P e r c e p t i o n  of  Power,
P e r c e p t i o n  of  Own U n i t ,  P e r c e p t i o n  of  P r e f e r r e d  Ro le ,  and D is ­
p o s i t i o n  Toward Change*
Based on th e  r e s u l t s  of  the  c o n t e n t  a n a l y s i s  of  t h e  g e n e r a l  manage­
ment and t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  t h e s e  tw e n ty -o n e  v a r i a b l e s  
were  c o n s i d e r e d  those  which  p o t e n t i a l l y  cou ld  d i s t i n g u i s h  between a c a ­
demic l i n e  and s t a f f  managera  and t h o s e  f o r  which d i f f e r e n c e s  between 
academic  l i n e  and s t a f f  managers  a r e  most l i k e l y  t o  r e s u l t  In  b e h a v i o r s  
which a r e  o r g a n i z a t i o n a l l y  r e l e v a n t .  C o n s e q u e n t l y ,  t h e s e  v a r i a b l e s  were 
d e s i g n a t e d  a s  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  In h i g h e r  e d u c a t io n  admin­
i s t r a t i o n .
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Summary of Results  fo r  Other Analyses
A n a ly s e s  were p e r fo rm ed  t o  measure the r e l a t i v e  s t r e n g t h  Leve la  o f  
c a n d i d a t e  v a r i a b l e s  a s  c o n t e n d e r s  f u r  f u t u r e  r e s e a r c h  In  h ig h e r  e d u c a t i o n  
a d m i n i s t r a t i o n ;  to  i d e n t i f y  p a t t e r n s  In  d i r e c t i o n  o f  d i f f e r e n c e  b e t w e e n  
managers on th e  c a n d i d a t e  v a r i a b l e s ;  Co Id e n t i fy  p a t t e r n s  In  d i r e c t i o n  
of Impac t  on nan age r e  s temming from d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s ;  
and t o  I d e n t i f y  th e  k i n d s  of  o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  w i t h  
which d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s  were a s s o c i a t e d  In the l i t e r - *  
a t u r e .  The r e s u l t s  o f  t h e s e  a n a l y s e s  f o r  a l l  c a n d i d a t e  v a r i a b l e s  a r e  
summarized In Tab le  4 . 2 1 .  Note in  Tab le  4*21 t h a t  t h e  c a n d i d a t e  v a r i ­
a b l e s  a r e  p r e s e n t e d  a c c o r d i n g  to  r a n k in g s  on v a r i a b l e  s t r e n g t h  s c a r e s .
C a n d i d a t e  V a r i a b l e  S t r e n g t h .  R e s u l t s  ob ta ined  by measur ing  t h e  
c a n d i d a t e  v a r i a b l e s  on e i g h t  w e ig h t in g  f a c t o r s  I n d i c a t e d  t h a t  some v a r i ­
a b l e s  e x h i b i t e d  more s t r e n g t h  as  c a n d i d a t e s  fo r  f u t u r e  r e s e a r c h  i n  
h ighe r  e d u c a t i o n  th a n  o t h e r s .  Three  v a r i a b l e s  o b t a i n e d  h ig h  s t r e n g t h  
s c o r e s ,  seven  o b t a i n e d  medium s t r e n g t h  s c o re s ,  and e l e v e n  o b ta in e d  Low 
to  v e ry  low s t r e n g t h  S c u t e s .  The v a r i a b l e s  A u t h o r i t y ,  D e f i n i t i o n  of  
Role ,  and Autonomy were  i d e n t i f i e d  a s  h igh  s t r e n g t h  c a n d i d a t e s .  The 
high s t r e n g t h  l e v e l  i n d i c a t e d  t h a t  t h e s e  th ree  v a r i a b l e s  were documented 
f r e q u e n t l y  i n  th e  L i t e r a t u r e  a s  behav io r -L inked  l l n e - s t a f f  d i s t i n g u i s h ­
ing v a r i a b l e s ;  t h a t  t h e y  were a d d re s s e d  in the g e n e r a l  management,  t h e  
h ig h e r  e d u c a t i o n ,  and th e  academic  m idd le  management L i t e r a t u r e ;  t h a t  
f i n d i n g s  ab o u t  t h e  v a r i a b l e s  were f a i r l y  c o n s i s t e n t  among s o u rc e s ;  t h a t  
they  were  t r e a t e d  In  b o t h  q u a l i t a t i v e  and q u a n t i t a t i v e  documents ;  and 
I n t e r e s t  in  th e  v a r i a b l e s  was c o n t in u o u s  over the p e r i o d  1950-1984,
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In  s h o r t ,  v a r i a b l e s  which  o b t a i n e d  h i g h  c a n d i d a t e  s t r e n g t h  s c o r e s  
a s  m e asu re d  by t h e  e i g h t  w e ig h t in g  f a c t o r s  were t h o s e  documented  nose 
c o n s i s t e n t l y  i n  t h e  l i t e r a t u r e  a s  b e i n g  p e r t i n e n t  t o  l i n e  and  s t a f f  man- 
a g e r s  and  th e  f u n c t i o n i n g  o f  t h e i r  o r g a n i z a t i o n s ,  As s t r e n g t h  s c o r e s  
moved from h ig h  t o  medium t o  low and v e ry  low, c a n d i d a t e  v a r i a b l e s  
showed p r o g r e s s i v e l y  l e s s  b r e a d t h  o f  d o c u m e n t a t i o n ,  c o n s i s t e n c y  in  f i n d ­
i n g s ,  f r e q u e n c y  o f  d o c u m e n ta t io n ,  and c o n t i n u i t y  o f  i n t e r e s t *  However,  
in  s p i t e  o f  t h e  f a c t  t h a t  t h e  c a n d i d a t e  v a r i a b l e s  were  shown t o  have 
v a r i o u s  s t r e n g t h  l e v e l s  r e l a t i v e  to  one a n o t h e r ,  a l l  were  c o n s i d e r e d  
p o t e n t i a l l y  i m p o r t a n t  e l e m e n t s  In u n d e r s t a n d i n g  t h e  l i n e - s t a f f  s t r u c t u r e  
and any c o n s e q u e n c e s  i t  may have f o r  academic  m a n a g e r s  and t h e i r  i n s t i ­
t u t i o n s  ,
D i r e c t i o n  o f  D i f f e r e n c e s * As shown i n  T a b l e  4*21 ,  t h e  r e s u l t s  
o f  t h e  a n a l y s i s  t o  d e t e r m i n e  d i r e c t i o n  o f  d i f f e r e n c e  p a t t e r n s  f o r  th e  
c a n d i d a t e  v a r i a b l e s  I n d i c a t e d  t h a t  when d a t a  f rom t h e  g e n e r a l  manage-1 
m en t ,  h i g h e r  e d u c a t i o n ,  and academic  m idd le  management L i t e r a t u r e  were 
combined ,  dom inan t  d i f f e r e n c e  p a t t e r n s  were i d e n t i f i e d  f o r  n i n e t e e n  o f  
t h e  tw e n t y -o n e  v a r i a b l e s .  Among t h e s e ,  t h i r t e e n  e x h i b i t e d  t h e  p a t t e r n  
o f  l i n e  managers  be ing  r e p o r t e d  to  have " m o te” o f  a  v a r i a b l e  o r  a " p o s ­
i t i v e "  p e r c e p t i o n  of a v a r i a b l e ,  w i t h  s t a f f  m a n a g e r s  be ing  r e p o r t e d  t o  
have " l e s s "  o r  a " n e g a t i v e "  p e r c e p t i o n .  L e v e l s  o f  s u b s t a n t i a t i o n  f o r  
t h i s  p a t t e r n  v a r i e d  among h i g h ,  medium, and low f o r  t h e  v a r i a b l e s .  The 
o t h e r  s i x  v a r i a b l e s  f o r  w h ich  dominant  d i f f e r e n c e  p a t t e r n s  em erged  e x ­
h i b i t e d  t h e  p a t t e r n  o f  l i n e  managers  be ing  r e p o r t e d  t o  have " l e s s "  and 
s t a f f  managers  b e i n g  r e p o r t e d  to  have "m ore . "  L e v e l s  o f  s u b s t a n t i a t i o n
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fo r  t h i s  p a t t e r n  a l s o  v a r i e d  among th e  s i x  v a r i a b l e s .  Dominant d i f f e r ­
ence p a t t e r n s  Were n o t  I d e n t i f i e d  f o r  t h e  v a r i a b l e s  Autonomy and Oppor­
t u n i t y  f o r  C o n n u n tc a t I o n a .  The r e s u l t s  of  t h e  a n a l y s i s  shoved t h a t  fo r  
t h e s e  v a r i a b l e s ,  l i n e  managers were r e p o r t e d  t o  have " n o re "  and s t a f f  
" l e a s "  a b o u t  as  o f t e n  as  l i n e  managers  were r e p o t t e d  to  have " l e s s "  and 
s t a f f  managers  " m o re . "
In  s p i t e  of  some smal l  v a r i a t i o n s  i n  r e s u l t s  among the  t h r e e  l i t e r ­
a t u r e  s e t s ,  o v e r a l l  ag reement on d i r e c t i o n  of  d i f f e r e n c e  p a t t e r n s  f o r  
th e  c a n d i d a t e  v a r i a b l e s  was q u i t e  high* For t h e  moat p a r t ,  l i n e  and 
s t a f f  managers  i n  b u s i n e s s  and I n d u s t r y  and t h o s e  i n  c o l l e g e s  and u n i ­
v e r s i t i e s  were r e p o r t e d  to  d i f f e r  on c a n d i d a t e  v a r i a b l e s  in  much th e  
same way.  In o n l y  two c a s e s ,  Autonomy and E d u c a t i o n ,  were r e s u l t s  f o r  
t h e  g e n e r a l  management l i t e r a t u r e  c l e a r l y  d i v e r g e n t  from those  of  the 
h i g h e r  e d u c a t i o n  and  academic midd le  management l i t e r a t u r e *  Moreover ,  
t h e r e  were  no c a n d i d a t e  v a r i a b l e s  on which  academic  l i n e  and s t a f f  man­
a g e r s  were  compared In  both  t h e  h ig h e r  e d u c a t i o n  and t h e  midd le  manage­
ment l i t e r a t u r e  f o r  which r e s u l t s  on d i f f e r e n c e  p a t t e r n s  d id  n o t  a g r e e .
Impac t  o f  D i f f e r e n c e s * The g e n e r a l  management l i t e r a t u r e  and th e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e  w ere  a n a l y z e d  t o  d e t e r m i n e  what  was r e p o r t e d  
about  Im p ac ts  on l i n e  and s t a f f  managers  s temming from d i f f e r e n c e s  on 
c a n d i d a t e  v a r i a b l e s .  No d a t a  on im pac ts  from th e  m idd le  management l i t ­
e r a t u r e  were c o l l e c t e d *  As T a b le  4.21 shows ,  two m a jo r  d i f f e r e n c e - i m -  
p a c t  r e l a t i o n a l  p a t t e r n s  were I d e n t i f i e d .  The r e l a t i o n s h i p  between 
d i r e c t i o n  of  d i f f e r e n c e  and d i r e c t i o n  of  im pac t  d e s c r i b e d  by one p a t t e r n  
I n d i c a t e d  t h a t  when l i n e  and s t a f f  managers  were r e p o r t e d  t o  d i f f e r  on
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a c a n d i d a t e  v a r i a b l e ,  t h e  g roup  w i t h  "more" was r e p o r t e d  to  be a d v a n ­
t a g e d  and the g roup  w i t h  “l e s s "  was r e p o r t e d  t o  be  d i s a d v a n t a g e d *  This  
Impac t  p a t t e r n  was I d e n t i f i e d  a s  dominant  f o r  e l e v e n  of  t h e  t w e n t y -o n e  
c a n d i d a t e  v a r i a b l e s ;  l e v e l s  o f  s u b s t a n t i a t i o n  f o r  t h e  p a t t e r n  v a r i e d  
among h igh ,  medium, and low f o r  t h e  v a r i a b l e s *  The r e l a t i o n s h i p  between 
d i r e c t i o n  of d i f f e r e n c e  and d i r e c t i o n  of  impac t  d e s c r i b e d  by th e  o t h e r  
d i f f e r e n c e - I m p a c t  r e l a t i o n a l  p a t t e r n  I n d i c a t e d  t h a t  when l i n e  and s t a f f  
managers  were r e p o r t e d  t o  d i f f e r ,  b o t h  l i n e  and  s t a f f  managers  w ere  
a l s o  re p o r te d  to  be d i s a d v a n ta g e d *  Four c a n d i d a t e  v a r i a b l e s  e x h i b i t e d  
t h i s  p a t t e r n ,  w i th  medium l e v e l s  o f  s u b s t a n t i a t i o n .  For th e  r e m a in in g  
s i x  c a n d i d a t e  v a r i a b l e s ,  no dominant  impact  p a t t e r n s  were  I d e n t i f i e d ,
The r e s u l t s  of  t h e  a n a l y s i s  i n d i c a t e d  t h a t  com bin ing  d a t a  on Im­
p a c t s  from the g e n e r a l  management and  h ig h e r  e d u c a t i o n  l i t e r a t u r e  d id  
not  a l t e r  dominant p a t t e r n s  e s t a b l i s h e d  I n i t i a l l y  t h r o u g h  a n a l y s i s  of  
the g e n e r a l  management documents* A ls o ,  when a l l  Impact  coding  r e s p o n ­
s e s —^and not j u s t  dominant  p a t  t e r n s — were c o n s i d e r e d ,  d i f f e r e n c e s  on 
c a n d i d a t e  v a r i a b l e s  ware r e p o r t e d  moat o f t e n  to  be a s s o c i a t e d  w i t h  Im­
p a c t s  which were d i s a d v a n t a g e o u s  t o  l i n e  o r  s t a f f ,  o r  b o t h  g ro u p s  of  
managers  s i m u l t a n e o u s l y .  None of t h e  documents IncLuded  i n  t h e  c o n t e n t  
a n a l y s i s  re p o r te d  l i n e  and s t a f f  managers  to  be a d v a n ta g e d  s i m u l t a n e o u s l y  
by a d i f f e r e n c e  on a c a n d i d a t e  v a r i a b l e .  O v e r a l l ,  d i f f e r e n c e s  be tw een  
managers  on c a n d i d a t e  v a r i a b l e s  were r e p o r t e d  t o  y i e l d  more d i s a d v a n ­
ta g e o u s  conBequencles f o r  managers  th a n  a d v a n ta g e o u s  ones*
Behaviors A s s o c i a t e d  w i t h  D i f f e r e n c e * .  The g e n e r a l  management l i t ­
e r a t u r e  and the h i g h e r  e d u c a t i o n  l i t e r a t u r e  were  a n a l y z e d  to  I d e n t i f y
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what o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  were r e p o r t e d  to  be a s s o c i a t e d  
w i t h  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s .  No d a t a  on b e h a v i o r s  from th e  
academic m i d d l e  management l i t e r a t u r e  were  c o l l e c t e d .  The r e s u l t s  of  
t h e  a n a l y s i s  i n d i c a t e d  t h a t  f o r  a l l  tw enty-one  c a n d i d a t e  v a r i a b l e s ,  d i f ­
f e r e n c e s  between l i n e  and s t a f f  managers were r e p o r t e d  to  be Linked to  
n e g a t i v e  t y p e s  of  behav loT  r a t h e r  th a n  p o s i t i v e  t y p e s > L i t e r a l  co d in g  
performed d u r i n g  th e  c o n t e n t  a n a l y s i s  p rocedure  r e v e a l e d  over tw e n t y -  
f i v e  s p e c i f i c  b e h a v i o r s  which were r e p o r t e d  to  be a s s o c i a t e d  with  d i f ­
f e r e n c e s  on c a n d i d a t e  v a r i a b l e s ■ Each of  the se  s p e c i f i c  b e h a v i o r s  was 
an example of  one o f  t h e  t h r e e  major  t y p e s  of n e g a t i v e  b e h a v i o r s  a d a p t e d  
from Kate and  Kahn (1966 )  and used in  t h e  c o n t e n t  a n a l y s i s  as  cod ing  
( c o n t e n t )  u n i t s .  When p o s i t i v e  b e h a v i o r s  Wete d i s c u s s e d  i n  t h e  l i t e r a ­
t u r e  in  c o n n e c t i o n  w i t h  any  of  t h e  c a n d i d a t e  v a r i a b l e s ,  t h e  t r a d i t i o n a l  
d e f i n i t i o n s  of  Line and s t a f f  o r  t h e  I n h e r e n t  v a l u e  of  v a r i a b l e s  were  
em phas ized .  No s p e c i f i c  exam ples  were p ro v id ed  of  any of  the  t h r e e  
m a jo r  t y p e s  o f  p o s i t i v e  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  adap ted  
from Katz and Kahn and  used  i n  the  c o n t e n t  a n a l y s i s  a s  c o d in g  u n i t s .
As T a b l e  4.21 shows,  dominan t  p a t t e r n s  fo r  m a jo r  t y p e s  of  b e h a v i o r s  
w i t h  which d i f f e r e n c e s  were  r e p o r t e d  t o  be a s s o c i a t e d  were  i d e n t i f i e d  
f o r  twelve c a n d i d a t e  v a r i a b l e s .  Among t h e s e ,  e i g h t  v a r i a b l e s  were 
l i n k e d  most o f t e n  w i t h  b e h a v i o r s  r e l e v a n t  to " f a i l u r e  to  perform a c t i v ­
i t i e s  beyond Job  r e q u i r e m e n t s  t o  a c h i e v e  o r g a n i z a t i o n a l  f u n c t i o n i n g . "
Fur t h r e e  c a n d i d a t e  v a r i a b l e s ,  " f a i l u r e  t o  meet o r  exceed  q u a l i t a t i v e  
and q u a n t i t a t i v e  j o b  s t a n d a r d s "  was t h e  ty p e  of  b e h a v i o r  w i t h  which th e  
v a r i a b l e s  were a s s o c i a t e d  meet  o f t e n .  F i n a l l y ,  one v a r i a b l e  was r e ­
p o r t e d  moat o f t e n  t o  be Linked t o  b e h a v i o r s  p e r t a i n i n g  t o  "no t  J o i n i n g
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o r  n o t  s t a y i n g  in  the  o r g a n i z a t i o n . " L e v e l s  o f  s o b s t a n t i n t i o n  for  th e s e  
t h r e e  dominan t  p a t t e r n s  were medium and low, w i t h  o n ly  one v a r i a b l e  
a c h i e v i n g  a h ig h  l e v e l  of  p a t t e r n  s u b s t a n t i a t i o n .  Ho dominan t  p a t t e r n s  
were  i d e n t i f i e d  f o r  the r em a in ing  n i n e  c a n d i d a t e  v a r i a b l e s .  In t h e s e  
c a s e s t t h e  l i t e r a t u r e  r e p o r t e d  d i f f e r e n c e s  on t h e  v a r i a b l e s  to he a s s o ­
c i a t e d  w i th  two o r  more of t h e  t h r e e  n e g a t i v e  b e h a v i o r  t y p e s ,  and no 
dominant  p a t t e r n s  emerged.
The ty p e  o f  b eh av io r  which was r e p o r t e d  most  o f t e n  t o  be a s s o c i a t e d  
w i t h  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s  was " f a i l u r e  to  perform a c t i v i ­
t i e s  beyond J o b  req u i r e m en ts  to  a c h i e v e  e f f e c t i v e  o r g a n i s a t i o n a l  f u n c ­
t i o n i n g . "  In many c a s e s ,  the  s p e c i f i c  b e h a v i o r s  named i n  t h e  l i t e r a t u r e  
which  were exam ples  of t h i s  t y p e  of  n e g a t i v e  b e h a v i o r  were a c t s  and i n ­
t e r a c t i o n s  which reduced c o o p e r a t i o n  between l i n e  and s t a f f  managers.  
O v e r a l l ,  t h e  r e s u l t s  of th e  a n a l y s i s  t o  I d e n t i f y  b e h a v i o r s  which were 
a s s o c i a t e d  w i th  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s  i n d i c a t e d  t h a t  lack  
o f  c o o p e r a t i o n  between managers was a c e n t r a l  i s s u e .
When combined,  r e s u l t s  on c a n d i d a t e  s t r e n g t h ,  d i r e c t i o n  of  d i f f e r ­
e n c e s ,  d i r e c t i o n  of  Impac ts ,  and a s s o c i a t e d  o r g a n i z a t i o n a l l y  r e l e v a n t  
b e h a v i o r s  p ro v id e d  a comprehens ive p i c t u r e  of  what  was r e p o r t e d  in  th e  
l i t e r a t u r e  abou t  th e  twenty-one  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h ­
ing  v a r i a b l e s .  In t h e  next  s e c t i o n ,  r e s u l t s  a r e  summarized f o r  those  
v a r i a b l e s  which were not  i d e n t i f i e d  a s  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  
i n  h ig h e r  e d u c a t i o n  a d m i n i s t r a t i o n .
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V a r ia b l e  N ot I d e n t i f i e d  As C and idate  V a r ia b le s
The r e s u l t *  of  t a s t i n g  General  H y p o th e s i s  1-1V I n d i c a t e d  t h a t  n i n e ­
teen  v a r i a b l e s  f a i l e d  t o  meet  the c r i t e r i o n  fo r  i n c l u s i o n  In  t h e  l i s t  
o f  c a n d id a te  v a r i a b l e s .  When Genera l  Hypotheses  1 and I I  were t e s t e d ,  
t h e r e  were e l e v e n  v a r i a b l e s  on which l i n e  and s t a f f  managers ware com­
pared  In t h e  g e n e r a l  management or  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  f o r  
which no d i f f e r e n c e s  be tween  Line and s t a f f  were found.  T e s t i n g  of  
General  Hypotheses  I I  and IV r e v e a l e d  e i g h t  v a r i a b l e s  which were docu­
mented as  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  In  t h e  l i t e r a t u r e ,  b u t  
which were n o t  r e p o r t e d  t o  be a s s o c i a t e d  w i t h  o r g a n i z a t i o n a l l y  r e l e v a n t  
behav iors  o f  l i n e  and s t a f f  managers.
V a r i a b l e s  f o r  which no d i f f e r e n c e s  between Line and S t a f f  managers 
were found i n c lu d e d  th e  f o l l o w i n g ;
* P e r s o n a l  v a r i a b l e ;  M a r i t a l  S t a t u e ;  and
« P s y c h o l o g i c a l  v a r i a b l e s :  P e r c e p t i o n  of  Im por tance  of  Needs;
p e r c e p t i o n  of  C u r r e n t  Role ,  P e r c e p t i o n  o f  Importance  o f  Work 
C o n d i t i o n s ;  P e r c e p t i o n  of Im p o r t a n c e  of  Pay; S a t i s f a c t i o n  w i th  
Pay ;  P e r c e p t i o n  of  O r g a n i z a t i o n a l  C h a r a c t e r i s t i c s ;  P e r c e p t i o n  
o f  B a s i s  of  S t a f f  power; P e r c e p t i o n  of Amount of  S t a f f  Power; 
p e r c e p t i o n  of  S t a t u s  of S t a f f ;  and P e r c e p t i o n  o f  A l l o c a t i o n  of  
R e s o u rc e s ,
V a r i a b l e s  f o r  which d i f f e r e n c e s  be tw een  Line and s t a f f  managers  
were found,  b u t  which were no t  a s s o c i a t e d  w i th  o r g a n i s a t i o n a l L y  r e l e v a n t  
behav iors  of  managers  In c lu d e d  the  f a l l o w i n g :
i n
a P o s i t io n  v a r i a b l e s :  Career Path and Opportunity for  Advance"
ment Across Organizations* and 
a Psychologica l  v a r i a b l e s :  Perception of Job Change Opportuni­
t i e s  In Re la t ion  to  Aga Increase;  Percept ion  of Needs Sat isfac­
t i o n ;  Percept ion  of Importance of Inner Directed Behavior; Per­
cept ion  of Importance of Other Directed Behavior; Perception of 
Condit ions  of Work; and Perception of Importance of Effort  Ex­
penditure*
These v a r i a b l e s  were not I d e n t i f i e d  as  candidate  var iab les  when 
General Hypotheses I-IV were tee ted  and, there fore*  were not included 
In any of  the o t h e r  a n a l y t i c a l  procedures .  Also, I t  should be noted 
tha t  none of these  v a r ia b le s  was addressed by mote than one document*
In t h i s  chap te r  the r e s u l t s  of  t e s t in g  hypotheses and performing 
o th e r  ana lyses  have been presen ted .  In the next chapter* the research 
e f f o r t  i s  aunnnariEed and conclusions are s t a t e d .  Also* the r e s u l t s  of 
the ana lyses  are d iscussed  and In te rp re te d  In l i g h t  of pe r t in e n t  theo­
r e t i c a l  and background I s su es ;  and new re sea rch  proposi t ions  about the 
l i n e - a t a f f  s t r u c t u r e  and i t s  e f f e c t s  on academic managers and th e i r  
I n s t i t u t i o n s  a re  p resen ted .  Final ly* the im pl ica t ions  of t h i s  study 
for f u tu r e  re sea rch  e f f o r t s  in co l lege  and u n iv e r s i t y  administrat ion 
a re  discussed*
CHAPTER 5 : CONCLUSIONS, DISCUSSION, AND IMPLICATIONS
This  s tu d y  exam ined  what  h a s  been r e p o r t e d  In  t h e  g e n e r a l  manage­
ment and h i g h e r  e d u c a t i o n  l i t e r a t u r e  about  s t r u c t u r e - r e l a t e d  d i f f e r e n c e s  
be tween  l i n e  and s t a f f  managers  and th e  e f f e c t s  of t h e s e  d i f f e r e n c e s  on 
managers  and o r g a n i s a t i o n a l  f u n c t i o n i n g *  The l l n e - s t a f f  s t r u c t u r e  was 
i n t r o d u c e d  I n t o  Amer ican  b u s i n e s s  and I n d u s t r i a l  o r g a n i z a t i o n s  d u r i n g  
t h e  f i r s t  h a l f  o f  t h e  T w e n t i e t h  C e n t u r y .  S i n c e  I t s  I n t r o d u c t i o n ,  I t  
h a s  come t o  he employed w i d e l y  In  b o t h  b u s i n e s s  o r g a n i z a t i o n s  and  In­
s t i t u t i o n s  of  h i g h e r  e d u c a t i o n .  Although t h e  s t r u c t u r e  a p p e a r s  t o  have 
undergone  some e v o l u t i o n a r y  c h a n g e s ,  t h e  t r a d i t i o n a l  d e f i n i t i o n s  of  
l i n e  and s t a f f *  I . e . ,  l i n e  commands,  s t a f f  a d v i s e s ,  have p r e v a i l e d .  
P roblems r e l a t e d  t o  use of  t h e  s t r u c t u r e  have been d i s c u s s e d  f r e q u e n t l y  
in. th e  g e n e r a l  management l i t e r a t u r e  but  h ave  a t t r a c t e d  r e l a t i v e l y  
l i t t l e  a t t e n t i o n  In  the h i g h e r  e d u c a t i o n  l i t e r a t u r e .
The r e l a t i o n s h i p  be tween  l l n e - s t a f f  d i f f e r e n c e s  and o r g a n i z a t i o n ­
a l l y  r e l e v a n t  b e h a v i o r s — p a r t t c u l a r l y  d i s r u p t i v e  ones— I s  a  c e n t r a l  
theme i n  t h e  g e n e r a l  management l i t e r a t u r e .  As an I n i t i a l  s t e p  toward  
d e v e l o p i n g  a w e l l - g r o u n d e d  i n f o r m a t i o n  base f o r  s t i m u l a t i n g  q u e s t i o n s  
and  g e n e r a t i n g  new h y p o th e s e s  a b o u t  t h e  I n f l u e n c e  of  t h e  aca d e m ic  l l n e -  
s t a f f  s t r u c t u r e  o n  academic  managers  and t h e i r  i n s t i t u t i o n s ,  t h i s  r e ­
s e a r c h  e f f o r t  f o c u s e d  on I d e n t i f y i n g  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g ­
u i s h i n g  v a r i a b l e s  which have b een  documented In  t h e  l i t e r a t u r e .  The 
m a jo r  r e s e a r c h  q u e s t i o n s  w e re :
a What p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  h a v e  been 
docum ented  In  t h e  h i g h e r  e d u c a t i o n  o r  t h e  g e n e r a l  management
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L i t e r a t u r e  as  b e h a v i o r - 1 I n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i ­
a b l e s ?
* Among t h e s e  v a r i a b l e s ,  which a r e  s t ru n g  c a n d i d a t e s  f o r  f u r t h e r  
s tu d y  In h i g h e r  e d u c a t i o n  r e s e a r c h ?
•  What d i f f e r e n c e s  between academic  l i n e  and  s t a f f  managers  on 
t h e s e  v a r i a b l e s ,  Impac ts  on academic  managers  s temming from 
t h e s e  d i f f e r e n c e s ,  and b e h a v i o r s  a s s o c i a t e d  with  t h e s e  d i f f e r ­
ences  can be ex p ec ted  in  f u t u r e  r e s e a r c h  baaed on i n f o r m a t i o n  
i n  t h e  h i g h e r  e d u c a t i o n  and  g e n e r a l  management l i t e r a t u r e ?
Conten t  a n a l y s i s  was used t o  t e s t  h y p o th e se s  and t o  pe r fo rm  a d d i ­
t i o n a l  a n a l y s e s !  F our  General  H ypo theses  were t e s t e d .  They were based  
on th e  working  p r e m is e s  drawn from th e  t h e o r e t i c a l  r a t i o n a l e  of  th e  
s t u d y  and th e y  r e f l e c t e d  the  e x p e c t e d  r e l a t i o n s h i p  among c a t e g o r i e s  
s t a t e d  in  t h e  c o n t e n t  a n a l y s i s  r e s e a r c h  des ign*  Genera l  H ypo theses  I  
and I I  p e r t a i n e d  to  t h e  g e n e r a l  management l i t e r a t u r e  and G ene ra l  Hy­
p o th e s e s  H I  and IV p e r t a i n e d  t o  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .
For G e n e ra l  H y p o th e s i s  I ,  I t  was h y p o t h e s i s e d  t h a t  t h e  g e n e r a l  man­
agement l i t e r a t u r e  I n d i c a t e s  t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  shapes  some 
p o s i t i o n  c h a r a c t e r i s t i c s ,  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i t e r i a ,  and 
p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  Line and s t a f f  managers .  F o r t y  
s p e c i f i c  h y p o th e s e s ,  which p e r t a i n e d  t o  f o r t y  v a r i a b l e s  on which l i n e  
and s t a f f  were compared in  the l i t e r a t u r e ,  were t e s t e d  In  c o n n e c t i o n  
w i t h  G ene ra l  H y p o th e s i s  I ,  With o v e r  80S of  t h e  s p e c i f i c  h y p o th e s e s  
f o r  which t h e r e  were d a t a  s u p p o r t e d ,  G ene ra l  H y p o th es i s  I was p a r t i a l l y ,  
bu t  s t r o n g l y ,  s u p p o r t e d .  The t w e n t y - f i v e  v a r i a b l e s  i d e n t i f i e d  as  l l n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  t h r o u g h  t e s t i n g  G ene ra l  H y p o th e s i s  I were
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used  to  taro, s p e c i f i c  h y p o th e s e s  f o r  G en e ra l  H ypo thes i s  I I .  I t  was 
h y p o th e s ized  f o r  G e n e r a l  H y p o th e s i s  I I  t h a t  t h e  g e n e r a l  management 
L i t e r a t u r e  I n d i c a t e s  t h a t  d i f f e r e n c e s  on t h e a e  l i n e - s t f f  d i s t i n g u i s h i n g  
v a r i a b l e s  can r e s u l t  i n  b e h a v i o r s  which a r e  r e l e v a n t  to  o r g a n i z a t i o n a l  
f u n c t i o n i n g .  E i g h t e e n  of  t h e  s p e c i f i c  h y p o th e s e s  were s u p p o r t e d ,  c o n s e ­
q u e n t l y  G en e ra l  H y p o th e s i s  I I  was p a r t i a l l y ,  bu t  s t r o n g l y ,  s u p p o r t e d .  
Through t e s t i n g  G e n e r a l  Hypotheses  I and 11,  e i g h t e e n  b e h a v io r -L in k e d  
L l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  were i d e n t i f i e d .
General  H ypo theses  I I I  and IV were i d e n t i c a l  to  I and I I  excep t  
t h e y  p e r t a i n e d  t o  th e  c o n t e n t s  of  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .
Genera l  H y p o th e s i s  111 was p a r t i a l l y  s u p p o r t e d ,  w i t h  71t  o f  t h e  s p e c i f i c  
h y p o th e se s  f o r  which  t h e r e  were d a t a  s u p p o r t e d .  The f i f t e e n  academic  
l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  which were i d e n t i f i e d  t h ro u g h  t e a r ­
in g  General  H y p o th e s i s  I I I  formed s p e c i f i c  h y p o th e s e s  fo r  G en e ra l  Hy­
p o t h e s i s  IV. With o n l y  403 of  th e  s p e c i f i c  h y p o th e se s  s u p p o r t e d ,  over  
a l l  suppor t  f o r  G e n e ra l  H y p o th e s i s  IV was r e l a t i v e l y  poor .  Through 
t e s t i n g  G enera l  H y p o th e s e s  I I  and IV, s i x  b e h a v i o r - l i n k e d  L l n e - s t a f f  
d i s t i n g u i s h i n g  v a r i a b l e s  were I d e n t i f i e d .
B e h a v i o r - l i n k e d  L l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  I d e n t i f i e d  
th rough  t e s t i n g  G e n e r a l  Hypotheses  I- IV  were  i n t e g r a t e d  t o  fo rm a l i s t  
of twen ty-one c a n d i d a t e  v a r i a b l e s *  These v a r i a b l e s  a r e  l i s t e d  below by 
ty p e ,
* POSITION: A u t h o r i t y ,  S t a t u s ,  A c c e p t a n c e ,  J ob  S e c u r i t y ,  Autonomy,
R e s p o n s i b i l i t y ,  O p p o r tu n i t y  f o r  Advancement Vi th i n  t h e  O rgan iza ­
t i o n ,  O p p o r t u n i t y  f o r  P r o f e s s i o n a l  Development,  O p p o r t u n i t y  f o r  
Communica tions ,  and D e f i n i t i o n  of  R o le .
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» PERSONAL: E d u c a t i o n ,  G ender ,  Race ,  Age,  P e r s o n a l  A ppearance ,
and S o c i a l  A c t i v i t i e s .
•  PSYCHOLOGICAL: Job S a t i s f a c t i o n ,  P e r c e p t i o n  o f  Power,  P e r c e p ­
t i o n  of  Own U n i t ,  P e r c e p t i o n  of  P r e f e r r e d  R o l e ,  and D i s p o s i t i o n  
Toward Change .
These tw e n ty -o n e  v a r i a b l e s  were c o n s i d e r e d  th o s e  which p o t e n t i a l l y  
cou ld  d i s t i n g u i s h  between academic  Line and s t a f f  m anagers  and t h o s e  f o r  
which d i f f e r e n c e s  between academic  l i n e  and s t a f f  m anagers  would be most 
l i k e l y  t o  r e s u l t  i n  b e h a v i o r s  which a r e  o r g a n i s a t i o n a l l y  r e l e v a n t .  As 
s u c h ,  t h e s e  v a r i a b l e s  were d e s i g n a t e d  a s  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  
i n  h i g h e r  e d u c a t i o n .
Four a n a l y t i c a l  p r o c e d u r e s  were p e r fo rm ed  f o r  t h e  tw en ty -one  can ­
d i d a t e  v a r i a b l e s :  measurement  o f  c a n d i d a t e  v a r i a b l e  s t r e n g t h ;  I d e n t i f i ­
c a t i o n  of  d i f f e r e n c e  p a t t e r n s ;  I d e n t i f i c a t i o n  o f  im pac t  p a t t e r n s ;  and 
I d e n t i f i c a t i o n  of  t h e  k in d s  o f  b e h a v i o r s  w i t h  which d i f f e r e n c e s  on v a r i ­
a b l e s  have been a s s o c i a t e d .  C a n d i d a t e  v a r i a b l e  s t r e n g t h  was measured 
by s c o r i n g  e a c h  v a r i a b l e  on e i g h t  w e i g h t i n g  f a c t o r s .  The w e ig h t in g  f a c ­
t o r s  emphas ised  f r e q u e n c y  of  d o c u m e n t a t i o n ,  b r e a d t h  of  d o c u m e n ta t io n ,  
c o n s i s t e n c y  i n  f i n d i n g s ,  and c o n t i n u i t y  of  i n t e r e s t .  The r e s u l t s  showed 
t h a t  t h e  t h r e e  v a r i a b l e s  A u t h o r i t y ,  D e f i n i t i o n  o f  R o l e ,  and Autonomy 
o b ta in e d  h ig h  s t r e n g t h  s c o r e s ,  The seven  v a r i a b l e s  S t a t u s ,  A c c e p ta n c e ,  
O p p o r t u n i t y  fo r  Advancement,  E d u c a t i o n ,  O p p o r t u n i t y  f o r  Communica tions ,  
R e s p o n s i b i l i t y ,  and D i s p o s i t i o n  Toward Change o b t a i n e d  medium s t r e n g t h  
s c o r e s .  The r e m a in in g  e l e v e n  v a r i a b l e s  o b t a i n e d  low t o  v e ry  low 
s t r e n g t h  s c o r e s .
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D i f f e r e n c e  p a t t e r n s  f a r  c a n d i d a t e  v a r i a b l e s  were  I d e n t i f i e d  by 
u s i n g  t h e  c o n t e n t  a n a l y s i s  p ro c e d u re  t o  d e te rm in e  what Waft r e p o r t e d  In  
t h e  l i t e r a t u r e  a b o u t  how l i n e  and s t a f f  managers d i f f e r e d  on t h e  v a r i ­
a b l e s !  When d a t a  from th e  g e n e r a l  managementt t h e  higher e d u c a t i o n ,  
and th e  academ ic  m i d d le  management l i t e r a t u r e  were  combined, t h e  r e s u l t s  
showed t h a t  dom inan t  d i f f e r e n c e  p a t t e r n s  were i d e n t i f i a b l e  f o r  n i n e t e e n  
o f  t h e  t w e n t y - o n e  c a n d i d a t e  v a r i a b l e s *  T h i r t e e n  v a r i a b l e s  e x h i b i t e d  
t h e  p a t t e r n  o f  l i n e  managers  r e p o r t e d  to  have " ( to ra"  of a v a r i a b l e  and 
s t a f f  m anagers  r e p o r t e d  t o  have " l e s s , "  Six v a r i a b l e s  e x h i b i t e d  th e  
p a t t e r n  o f  l i n e  m anagers  r e p o r t e d  t o  have ' ' l e s s "  o f  a  v a r i a b l e  and s t a f f  
m a nage rs  r e p o r t e d  t o  have “more, '*
Im pac t  p a t t e r n s  f o r  c a n d i d a t e  v a r i a b l e s  were I d e n t i f i e d  b y  u s i n g  
t h e  c o n t e n t  a n a l y s i s  p ro c e d u re  to  de te rm ine  what was r e p o r t e d  i n  th e  
l i t e r a t u r e  a b o u t  how l i n e  and s t a f f  managers were  a f f e c t e d  fay d i f f e r ­
e n c e s  on v a r i a b l e s *  Ho d a t a  were c o l l e c t e d  from t h e  academic m id d le  
management l i t e r a t u r e *  however ,  when d a t a  from t h e  g e n e ra l  management 
and th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  ware combined,  t h e  r e s u l t s  showed 
t h a t  dom inan t  d i f f e r e n c e - l m p a c t  r e l a t i o n a l  p a t t e r n s  were I d e n t i f i a b l e  
f o r  f i f t e e n  o f  t h e  tw e n t y -o n e  c a n d i d a t e  v a r i a b l e s *  Eleven v a r i a b l e s  
e x h i b i t e d  t h e  p a t t e r n  o f  t h e  Line o r  s t a f f  group r e p o r t e d  t o  have  "more" 
o f  a v a r i a b l e  b e i n g  th e  g ro u p  r e p o r t e d  to  be ad v an tag ed  by a d i f f e r e n c e ,  
w h i l e  th e  g ro u p  r e p o r t e d  t o  have " l a s s ” was r e p o r t e d  to be d i s a d v a n t a g e d .  
F o u r  v a r i a b l e s  e x h i b i t e d  t h e  p a t t e r n  of  bo th  l i n e  and s t a f f  m anagers  
b e i n g  r e p o r t e d  t o  be d i s a d v a n t a g e d  when l i n e  and s t a f f  were r e p o r t e d  to  
d i f f e r  on a  v a r i a b l e .  These two Impact p a t t e r n s  were  the o n l y  ones 
i d e n t i f i e d  a s  dominant  f o r  any  o f  t h e  ca n d id a te  v a r i a b l e s .
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O r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v io r s  which were  r e p o r t e d  to  be a s s o ­
c i a t e d  w i th  d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s  were I d e n t i f i e d  th ro u g h  
c o n ten t  a n a l y s i s  of the g e n e r a l  management and h i g h e r  e d u c a t io n  l i t e r a ­
t u r e .  No d a t a  were c o l l e c t e d  from th e  academic  m i d d le  management l i t - 1 
e r a t t i r e ,  The r e s u l t s  of t h e  a n a l y s i s  showed t h a t  d i f f e r e n c e s  be tw een  
l i n e  and s t a f f  managers on c a n d i d a t e  v a r i a b l e s  were r e p o r t e d  to  be a s s o ­
c i a t e d  with  n e g a t i v e  b e h a v io r s  r a t h e r  th a n  p o s i t i v e  o n e s .  There were 
twelve c a n d i d a t e  v a r i a b l e s  f o r  which d i f f e r e n c e s  between 11ns and s t a f f  
managers were found to be a s s o c i a t e d  w i th  dominant  b e h a v io r  p a t t e r n s .  
E ig h t  v a r i a b l e s  e x h i b i t e d  t h e  dominant p a t t e r n  of  d i f f e r e n c e s  b e in g  r e ­
p o r te d  to  be l in k ed  to b e h a v io r s  r e l a t e d  t o  " f a i l u r e  to  per fo rm  a c t i v i ­
t i e s  beyond Job  requ i rem en ts  to a c h i e v e  o r g a n i z a t i o n a l  f u n c t i o n i n g . "
For these  e i g h t  v a r i a b l e s ,  l a c k  of c o o p e r a t i o n  between l i n e  and s t a f f  
managers was documented r e p e a t e d l y .  Three c a n d i d a t e  v a r i a b l e s  e x h i b i t e d  
t h e  dominant p a t t e r n  of d i f f e r e n c e s  be ing r e p o r t e d  t o  be l i n k e d  t o  be ­
h a v i o r s  c o n t r i b u t i n g  to  " f a i l u r e  to meet  o r  exceed q u a l i t a t i v e  and quan­
t i t a t i v e  Job s t a n d a r d s . "  One c a n d i d a t e  v a r i a b l e  e x h i b i t e d  the  dominan t  
p a t t e r n  af  d i f f e r e n c e  be ing r e p o r t e d  to  be l i n k e d  t o  b e h a v io r s  p e r t a i n ­
in g  t o  "not J o i n i n g  or  no t  s t a y i n g  I n  the  o r g a n i z a t i o n . "  For t h e  n in e  
c a n d id a te  v a r i a b l e s  f o r  which no dominant  b e h a v io r  p a t t e r n s  emerged ,  
d i f f e r e n c e s  on th e  v a r l a h l e s  were r e p o r t e d  t o  be l i n k e d  with  two o r  more 
of  the  behav ior  types  d e s c r i b e d  above.
In the n e x t  s e c t i o n  g e n e r a l  c o n c l u s i o n s  of  t h e  s tu d y  a r e  p r e s e n t e d .
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G enera l  Conc lus lona  
Baaed on th e  r e s u l t s  o f  u s i n g  c o n t e n t  a n a l y s i s  of  t h e  l l n e - s t a f f  
L i t e r a t u r e  t o  t e a t  h y p o th e s e s  and t o  per fo rm a d d i t i o n a l  a n a l y s e s  of  
d a t a *  th e  f o l l o w i n g  c o n c l u s i o n s  can be made:
1.  There  a r e  tw e n ty -o n e  v a r i a b l e s  which a p p e a r  to be Im p o r t a n t
e lem en ts  In u n d e r s t a n d i n g  t h e  p o t e n t i a l  I n f l u e n c e  of  t h e  l l n e -  
s t a f f  s t r u c t u r e  qn academic  managers  and t h e i r  I n s t i t u t i o n a l  
The l l n e - s t a f f  s t r u c t u r e  has  been r e p o r t e d  t o  shape t e n  p o s i ­
t i o n  c h a r a c t e r i s t i c s ,  s i x  p e r s o n a l  a t t r i b u t e s  s e l e c t i o n  c r i ­
t e r i a ,  and f i v e  p s y c h o l o g i c a l  r e s p o n s e s  d i f f e r e n t l y  f o r  l i n e  
and s t a f f  managers* F u r t h e r ,  d i f f e r e n c e s  between Line and 
s t a f f  on t h e s e  p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  
have f r e q u e n t l y  been r e p o r t e d  to  le ad  to  manager b e h a v i o r s  
which can d i s r u p t  o r g a n i z a t i o n a l  f u n c t i o n i n g *
2* The l l n e - s t a f f  s t r u c t u r e  a p p e a r s  to  i n f l u e n c e  managers I n  c o l ­
l e g e s  and u n i v e r s i t i e s  In much the  same way t h a t  I t  a f f e c t s  
managers i n  o t h e r  k in d s  of  o r g a n i z a t i o n s .  Although L l n e - s t a f f  
d i f f e r e n c e s  and t h e i r  r e l a t i o n s h i p  t o  o r g a n i z a t i o n a l l y  r e l e v a n t  
b e h a v io r s  were  a d d re s s e d  more o f t e n  In t h e  g e n e r a l  management 
L i t e r a t u r e ,  r e p o r t e d  f i n d i n g s  were q u i t e  s i m i l a r  f o r  th o s e  
v a r i a b l e s  on which Line and s t a f f  managers  were compared I n  
t h e  g e n e r a l  management,  h i g h e r  e d u c a t i o n ,  and academic middle  
management documents .
3, Some of  t h e  b e h a v i o r - l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  
emerge as  s t r o n g e r  c a n d i d a t e s  f o r  f u t u r e  r e s e a r c h  in  h i g h e r  
e d u c a t io n  t h a n  o t h e r s  when f r eq u en cy  of  d o c u m e n ta t io n ,  b r e a d t h
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o f  d o c u m e n ta t i o n ,  c o n s i s t e n c y  I n  f i n d i n g b , and c o n t i n u i t y  of  
i n t e r e s t  a r e  t a k e n  l t o  c o n s i d e r a t i o n  f o r  e a c h  v a r i a b l e .
4 ,  For moat o f  t h e  tw en ty -one  c a n d i d a t e  v a r i a b l e s  t h e r e  I s  s u f f i ­
c i e n t  i n f o r m a t i o n  in  t h e  l i t e r a t u r e  abou t  d i r e c t i o n  o f  d i f f e r ­
ence s  on v a r i a b l e s ,  im p ac ts  on managers  s temming from d i f f e r ­
ence s  on v a r i a b l e s ,  and b e h a v i o r s  a s s o c i a t e d  w i th  d i f f e r e n c e s  
on v a r i a b l e s  t o  frame r e a s o n a b l y  w e l l -g r o u n d e d  h y p o th e se s  f o r  
f u t u r e  r e s e a r c h .  S p e c i f i c a l l y ,  by ua ing  r e s u l t s  o f  t h i s  s t u d y  
on dominant p a t t e r n s ,  new h y p o t h e s e s  can be  g e n e r a t e d  about  how 
academic l i n e  and s t a f f  m anagers  might  be e x p e c t e d  to  d i f f e r  
on c a n d i d a t e  v a r i a b l e s ;  how t h e y  might be e x p e c t e d  t o  be im­
pacted  by d i f f e r e n c e s  on c a n d i d a t e  v a r i a b l e s ;  and what o r g a n i ­
z a t i o n a l l y  r e l e v a n t  b e h a v i o r s  m ig h t  be e x p e c t e d  t o  be a s s o c i a t e d  
w i th  d i f f e r e n c e s  between 11ns a n d  s t a f f  managers  on c a n d i d a t e  
v a r i a b l e s .
In  t h e  next  s e c t i o n  s p e c i f i c  r e s u l t s  and c o n c l u s i o n s  a r e  d i s c u s s e d  
f o r  e a c h  c a n d i d a t e  v a r i a b l e .
S p e c i f i c  C o n c lu s io n s  and  D i s c u s s i o n
The purpose of t h i s  s e c t i o n  t e  t o  i n t e r p r e t  r e s u l t s  f o r  e a c h  c a n d i ­
d a t e  v a r i a b l e  and s t a t e  s p e c i f i c  c o n c l u s i o n s  In t h e  form o f  new r e s e a r c h  
p r o p o s i t i o n s  about t h e  i n f l u e n c e  of l l n e - s t a f f  d i f f e r e n c e s  on academic  
managers and t h e i r  i n s t i t u t i o n s .  F o l l o w i n g  p r e s e n t a t i o n  o f  new h y p o th ­
e s e s  f o r  each  of  t h e  c a n d i d a t e  v a r i a b l e s ,  r e l a t e d  t h e o r e t i c a l  and p r a c ­
t i c a l  i s s u e s  a r e  d i s c u s s e d .
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Hew Resea rch  P r o p o s i t i o n !
The p r e s e n t a t i o n  which f o l l o w s  shows how t h e  I n f o r m a t i o n  o b t a i n e d  
th ro u g h  th e  c o n t e n t  a n a l y s t s  p ro ced u re  used  In t h i s  s t u d y  can be a p p l i e d  
to  f u t u r e  I n v e s t i g a t i o n s  of  the  academic  L l n e - s t a f f  s t r u c t u r e *  C and i ­
d a t e  v a r i a b l e s  a r e  d i s c u s s e d  In o r d e r  of  t h e i r  r a n k i n g s  on v a r i a b l e  
s t r e n g t h  s c o r e s ■ For  each  v a r i a b l e t r e s u l t s  a r e  s u m n a r l s e d  and d i s ­
c u s s e d  and new r e s e a r c h  p r o p o s i t i o n s  a r e  framed*
A u t h o r i t y  (D ec is ion -m ak ing*  Power* C o n t ro l*  I n f l u e n c e ) . The p o s i ­
t i o n  v a r i a b l e  A u t h o r i t y  o b t a in e d  t h e  maximum c a n d i d a t e  s t r e n g t h  s c o r e  
and was ranked  f i r s t  b o t h  w i th i n  and among v a r i a b l e  types*  Line mana­
g e r  a  were r e p o r t e d  t o  have more A u t h o r i t y  th a n  s t a f f  m anagers ,  and th e  
g roup  w i t h  more A u t h o r i t y  was r e p o r t e d  t o  be a d v a n ta g e d  w h i le  th e  
g roup  w i th  l e e s  was r e p o r t e d  to  be d i s a d v a n t a g e d .  Whi le  A u t h o r i t y  d id  
n o t  o b t a i n  a dominan t  b e h a v io r  p a t t e r n ,  d i f f e r e n c e s  between l i n e  and 
s t a f f  managers  on A u t h o r i t y  were r e p o r t e d  to  be a s s o c i a t e d  with  a l l  
t h r e e  type s  o f  n e g a t i v e  b e h a v io r s  a d a p t e d  from (Cat* and Kahn (1 9 6 6 ) ,
C o n s i d e r i n g  t h e  t r a d i t i o n a l  d e f i n i t i o n s  of  l i n e  and  s t a f f ,  i . e . ,  
Line commands, s t a f f  a d v i s e s ,  t h e s e  o v e r a l l  r e s u l t s  were  n o t  s u r p r i s i n g *  
However,  the  dominan t  d i f f e r e n c e  p a t t e r n  was s u b s t a n t i a t e d  o n ly  a t  a 
medium l e v e l .  I n  t h i s  c a s e ,  the  l e v e l  o f  p a t t e r n  s u b s t a n t i a t i o n  r e ­
f l e c t e d  th e  f a c t  t h a t  a l t h o u g h  most documenta r e p o r t e d  l i n e  managers 
to  have more A u t h o r i t y  t h a n  s t a f f  m a nage rs ,  some r e p o r t e d  t h e  d i s t r i b u ­
t i o n  of  A u t h o r i t y  t o  be r e v e r s e d ,  w i th  s t a f f  managers  r e p o r t e d  t o  have  
more A u t h o r i t y  t h a n  l i n e  managers* T h i s  f i n d i n g  I l l u s t r a t e s  the  e v o l u ­
t i o n a r y  changes  which t h e  l l n e - s t a f f  s t r u c t u r e  has  undergone  w i t h i n
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■one o r g a n i s a t i o n s .  I t  i s  p e r t i n e n t  t o  n o t e ,  however,  t h a t  i n c l u d i n g  
th e  one h i g h e r  e d u c a t i o n  document w h ich  I d e n t i f i e d  A u t h o r i t y  aa a b e ­
h a v i o r - l i n k e d  l i n e - a t a f f  d i s t i n g u i s h i n g  v a r i a b l e  and th e  f i v e  academ ic  
middle  management documents which i d e n t i f i e d  I t  as  a  l l n e - s t a f f  d i s t i n ­
g u i s h in g  v a r i a b l e ,  o n ly  one document [<Jlenny 0 9 7 2 ) ] ,  r e p o r t e d  academ ic  
l i n e  managers to  have l e s s  A u t h o r i t y  t h a n  academic s t a f f  managers .
The l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  dominant  Impact  p a t t e r n  was 
h i g h .  Th is  r e s u l t  r e f l e c t e d  the  f a c t  t h a t  among t h e  twenty-two documents 
which I d e n t i f i e d  A u t h o r i t y  a s  a c a n d i d a t e  v a r i a b l e ,  n i n e t e e n — i n c l u d i n g  
th e  h ig h e r  e d u c a t i o n  document— r e p o t t e d  t h a t  the m a n a g e r ia l  group w i t h  
no re  A u t h o r i t y  was a d v a n t a g e d ,  w h i l e  t h e  g roup  w i th  l e s s  was d i s a d v a n ­
ta g e d .
The r e s u l t s  on b e h a v i o r s  a s s o c i a t e d  w i t h  d i f f e r e n c e s  between l i n e  
and s t a f f  on A u t h o r i t y  ware a l s o  i n t e r e s t i n g  In l i g h t  of  th e  t r a d i t i o n a l  
co n c e p t io n  o f  th e  l i n e - s t a f f  s t r u c t u r e .  D i f f e r e n c e  In  A u t h o r i t y  i s  i n ­
h e r e n t  to  t h e  s t r u c t u r e ,  w h e th e r  s t a f f  managers  a r e  d e l e g a t e d  l i m i t e d  
l i n e  a u t h o r i t y  o r  f u n c t i o n a l  a u t h o r i t y  (K o o n t r  and O 'D o n n e l l ,  1976) ;  i t  
I s  t h i s  a t t r i b u t e  which p r e s c r i b e s  t h e  r e l a t i o n s  and i n t e r a c t i o n s  b e ­
tween managers which o p e r a t i o n a l ! e a  s u c h  c o n c e p t s  a s  u n i t y  o f  command 
and s e p a r a t i o n  o f  p l a n n i n g  and command f u n c t i o n s .  I t  I s  a key to  many 
o f  the a d v a n ta g e s  a s s o c i a t e d  w i th  u s e  o f  t h e  l l n e - s t a f f  s t r u c t u r e .  Y e t ,  
d i f f e r e n c e  i n  A u t h o r i t y  a p p e a r s  a l s o  t o  promote b e h a v i o r s ,  a c t i o n s  and 
i n t e r a c t i o n s  among l i n e  and s t a f f  m a n a g e r s ,  which d i s r u p t  o r g a n i s a t i o n a l  
f u n c t i o n i n g .  In s h o r t ,  In s p i t e  o f  t h e  t h e o r e t i c a l  a d v a n ta g e s  a s s o c i a t e d  
w i th  the  t r a d i t i o n a l  d i f f e r e n c e  i n  A u t h o r i t y  he tween l i n e  and s t a f f  
managers,  some r e p o r t s  c l a i m i n g  d i f f e r e n c e s  no lo n g e r  e a l s t ,  and o t h e r s
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c l a i m i n g  the a u t h o r i t y  d i f f e r e n t i a l  hue been r e v e r s e d ,  t h e  m a j o r i t y  o f  
docum ents  ana lyzed  i n  t h i s  s t u d y  r e p o t t e d  l i n e  managers  t o  have more 
A u t h o r i t y  than  s t a f f  and a s s o c i a t e d  t h i s  d i f f e r e n c e  w i t h  s p e c i f i c  be­
h a v i o r s  which t h r e a t e n e d  e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
Throughout t h e  l l n e - s t a f f  l i t e r a t u r e , t h e  v a r i a b l e  A u t h o r i t y  h a s  
c o n t i n u e d  to be c o n s i d e r e d  an i m p o r t a n t  e l em en t  in  u n d e r s t a n d i n g  how 
th e  L l n e - s t a f f  s t r u c t u r e  i n f l u e n c e s  managers  and t h e i r  o r g a n i z a t i o n s .  
A l th o u g h  A u t h o r i t y  i s  a complex concep t  which i s  n o t  n e c e s s a r i l y  e a s y  
to  r e s e a r c h ,  i t  i s  one  which w a r r e n t s  a t t e n t i o n  in  h i g h e r  e d u c a t i o n  
a d m i n i s t r a t i o n .  Based on the  r e s u l t s  of  t h i s  s t u d y ,  t h e  f o l l o w i n g  hy­
p o t h e s e s  a re  p ro p o s e d  f o r  f u t u r e  r e s e a r c h  e f f o r t s  w i t h  a h i g h  l e v e l  of  
c o n f i d e n c e  in  t h e i r  s u p p o r t  from th e  l l n e - s t a f f  l i t e r a t u r e .
•  The academic  l i n e - s t a f f  s t r u c t u r e  s h a p e s  t h e  p o s i t i o n  v a r i a b l e  
A u th o r i t y  d i f f e r e n t l y  f o r  academic l i n e  and s t a f f  m anagers .
■ Academic l i n e  managers have  more A u t h o r i t y  t h a n  academic  s t a f f  
managers■
e  By having  more A u t h o r i t y ,  a c a d e n ic  l i n e  managers  a r e  a d v a n t a g e d  
by the  d i f f e r e n c e ,  w h i l e  by having  l e s s  A u t h o r i t y ,  academic  
s t a f f  m anagers  are d i s a d v a n t a g e d  by t h e  d i f f e r e n c e .
•  D i f f e r e n c e s  between academ ic  l i n e  and s t a f f  m anagers  on A u th o r ­
i t y  can l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  not  J o i n i n g  o r  not  
s t a y i n g  i n  t h e  I n s t i t u t i o n ;  no t  m e e t in g  Job  s t a n d a r d s ;  and not  
pe r fo rm ing  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  t o  a c h i e v e  e f f e c ­
t i v e  I n s t i t u t i o n a l  f u n c t i o n i n g .
D e f i n i t i o n  o f  R o l e . The p o s i t i o n  v a r i a b l e  D e f i n i t i o n  of  Role a l s o  
o b t a i n e d  the  maximum c a n d i d a t e  s t r e n g t h  s c o r e  and was r anked  f i r s t  b o th
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w i t h i n  and among v a r i a b l e  t y p e s *  L ine  managers  were r e p o r t e d  to  have 
more c l e a r l y  D e f in e d  R o le s  t h a n  s t a f f  m a n a g e r s ,  bu t  no dominant  Impact 
p a t t e r n  was i d e n t i f i a b l e  f o r  t h e  v a r i a b l e .  D i f f e r e n c e s  between l i n e  
and s t a f f  m anagers  on D e f i n i t i o n  o f  Role  were r e p o r t e d  to  be a s s o c i a t e d  
w i t h  n e g a t i v e  r a t h e r  t h a n  p o s i t i v e  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s ,  
b u t  no do m in a n t  b e h a v i o r  p a t t e r n  was i d e n t i f i a b l e  among t h e  t h r e e  ty p e s  
o f  n e g a t i v e  b e h a v i o r s *
The v a r i a b l e  D e f i n i t i o n  o f  Role i s  n o t  d i r e c t l y  r e l a t e d  to  the t r a ­
d i t i o n a l  d e f i n i t i o n s  o f  l i n e  and  s t a f f .  Tha t  i s ,  t h e r e  l e  no th ing  In 
t h e  o r i g i n a l  c o n c e p t i o n  o f  t h e  s t r u c t u r e  t h a t  p r e s c r i b e s  a d i f f e r e n c e  
be tw ee n  l i n e  and s t a f f  m anagers  r e g a r d i n g  th e  c l a r i t y  w i t h  which t h e i r  
o r g a n i z a t i o n a l  r o l e s  a r e  d e f i n e d .  However, i n  t h i s  s t u d y ,  t h e  p a t t e r n  
o f  l i n e  m a n a g e r s  b e i n g  r e p o r t e d  t o  h ave  n o t e  c l e a r l y  D ef ined  Roles than 
s t a f f  m anagers  was s u b s t a n t i a t e d  a t  a h i g h  l e v e l ,  s u g g e s t i n g  t h a t  in  
many o r g a n i z a t i o n s  t h i s  l l n e - s t a f f  d i f f e r e n c e  has  ev o lv ed  in  co n n ec t io n  
w i t h  u s e  o f  t h e  s t r u c t u r e *  T h i s  p a t t e r n  was r e p o r t e d  by a l l  of  the 
g e n e r a l  management,  h i g h e r  e d u c a t i o n ,  and m idd le  management documents 
I n c l u d e d  i n  t h e  a n a l y s i s  of  d i f f e r e n c e  p a t t e r n s  f o r  t h e  v a r i a b l e  D ef i ­
n i t i o n  o f  R o le ,
No dom inan t  im pac t  p a t t e r n  emerged* About ae many documents r e ­
p o r t e d  t h e  g r o u p  w i t h  n o re  c l e a r l y  D e f in e d  Roles  to be advan taged  and 
t h e  g ro u p  w i t h  l e s s  c l e a r l y  D e f in e d  R o le s  to  be d i s a d v a n t a g e d  as r e ­
p o r t e d  b o t h  g r o u p s  t o  be d i s a d v a n t a g e d  by a d i f f e r e n c e .  No s p e c i f i c  
c o n c l u s i o n s  can  be  made a b o u t  how d i f f e r e n c e s  in  D e f i n i t i o n  o f  Role 
I m p a c t s  t h e  g r o u p  w i t h  more c l e a r l y  d e f i n e d  r o l e s *  However, because 
t h e  g r o u p s  r e p o r t e d  t o  have l e s s  c l e a r l y  d e f i n e d  r o l e s  were always
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to  be d i s a d v a n t a g e d  to  sone e x t e n t , I t  can be c o n c lu d e d  t h a t  
t h e  l i n e  o r  s t a f f  g ro u p  which ha* l e a s  v e i l  d e f in e d  r o l e  t e n d s  t o  be 
d i s a d v a n t a g e d  by t h i s  c o n d i t i o n *
A l th o u g h  n o t  examined a s  o f t e n  a s  t h e  p o s i t i o n  v a r i a b l e  A u t h o r i t y ,  
t h e  p o s i t i o n  v a r i a b l e  D e f i n i t i o n  of R o le  has  c o n t in u e d  to  be c o n s i d e r e d  
an i m p o r t a n t  e l em en t  I n  u n d e r s t a n d i n g  t h e  e f f e c t s  o f  t h e  l i n e  s t a f f  
s t r u c t u r e .  I t  has  been documented I n  t h e  g e n e r a l  management,  t h e  h i g h e r  
e d u c a t i o n ,  and th e  academ ic  middle  management l i t e r a t u r e  and f i n d i n g s  
among th e  t h r e e  document s e t s  were v e r y  c o n s i s t e n t .  Based  on t h e  r e ­
s u l t s  o f  t h i s  s t u d y ,  t h e  f o l l o w i n g  h y p o th e s e s  can be g e n e r a t e d  f o r  f u ­
t u r e  r e s e a r c h  e f f o r t s  w i t h  a h ig h  l e v e l  of  c o n f id e n c e  In  t h e i r  s u p p o r t  
from th e  l l n e - s t a f f  l i t e r a t u r e .
a The academic  l l n e - s t a f f  s t r u c t u r e  shapes  t h e  p o s i t i o n  v a r i a b l e  
D e f i n i t i o n  of  R o le  d i f f e r e n t l y  f o r  academic  l i n e  and s t a f f  man­
a g e r s .
s  Academic l i n e  m anagers  have more c l e a r l y  D e f in e d  Rolea  t h a n  
aca d e m ic  s t a f f  managers ,  
a By h a v in g  l e s s  c l e a r  D e f i n i t i o n  of Role ,  a ca d e m ic  s t a f f  m anagers  
a r e  d i s a d v a n t a g e d  by th e  d i f f e r e n c e ,  
a D i f f e r e n c e s  be tw ee n  academic  l i n e  and s t a f f  managers  on D e f i n i ­
t i o n  of Role can l e a d  to  b e h a v i o r s  p e r t a i n i n g  to  n o t  j o i n i n g  o r  
n o t  s t a y i n g  I n  t h e  i n s t i t u t i o n ;  no t  meeting  J o b  s t a n d a r d s ;  and 
n o t  p e r fo rm in g  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  to  a c h i e v e  
e f f e c t i v e  i n s t i t u t i o n a l  f u n c t i o n i n g ,
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Autonomy* The p o s i t i o n  v a r i a b l e  Autonomy O b ta ined  a  v e t y  h i g h  can­
d i d a t e  s t r e n g t h  s c o r e  and was r anked  eecond b o t h  w i t h i n  and among v a r i ­
a b l e  typea*  No dominan t  d i f f e r e n c e  p a t t e r n  emerged f o r  Autonomy! How­
e v e r ,  t h e  l i n e  o r  s t a f f  g roup  w i t h  more Autonomy was r e p o r t e d  to be ad­
van taged  w h i l e  t h e  g roup  w i t h  l e s s  was r e p o r t e d  t o  be d i s a d v a n t a g e d *  
D i f f e r e n c e s  be tween  l i n e  and  s t a f f  managers on Autonomy were r e p o r t e d  
to  be a s s o c i a t e d  w i t h  n e g a t i v e  r a t h e r  th a n  p o s i t i v e  o r g a n i z a t i o n a l l y  
r e l e v a n t  b e h a v i o r s ,  bu t  no dominant  b e h a v i o r  p a t t e r n  was i d e n t i f i a b l e  
among the  t h r e e  t y p e s  of  n e g a t i v e  b e h a v io r s *
Although Autonomy I s  n o t  an e x p l i c i t  a s p e c t  of  t h e  t r a d i t i o n a l  d e f ­
i n i t i o n s  of  l i n e  and s t a f f ,  I t  I s  r e l a t e d  t o  t h e  a u t h o r i t y  r e l a t i o n s h i p  
between l i n e  and s t a f f  managers  p r e s c r i b e d  by t h e  d e f i n i t i o n *  When th e  
t r a d i t i o n a l  a u t h o r i t y  r e l a t i o n s h i p  i s  m a in t a i n e d  between l i n e  and s t a f f  
managers ,  d e c i s i o n s  made by s t a f f  must be approved  by l i n e ,  t h u s  d e p r i v ­
i n g  s t a f f  managers  o f  autonomy w i t h i n  t h e i r  j o b s *  The e x c e p t i o n  t o  t h i s  
s i t u a t i o n  would o c c u r  w i t h i n  a s t a f f  m a n a g e r ' s  own d ep a r tm e n t  where he 
o r  she f u n c t i o n s  as  a l i n e  manager* Based on t h e  t r a d i t i o n a l  c o n c e p t io n  
of  t h e  l l n e - s t a f f  s t r u c t u r e ,  one would e x p e c t  l i n e  managers  to have mote 
Autonomy th a n  s t a f f  managers* However,  t h e  r e s u l t s  of  t h i s  s t u d y  showed 
t h a t  l i n e  managers  were r e p o r t e d  to  have more Autonomy th a n  s t a f f  about  
t h e  same number of  t im es  a s  s t a f f  managers were r e p o r t e d  t o  have more 
Autonomy th a n  l i n e  m a nage rs .  These f i n d i n g s  s u g g e s t  t h a t  where Autonomy 
I s  c o n c e rn e d ,  In some o r g a n i z a t i o n s  t h e  l l n e - s t a f f  s t r u c t u r e  has evo lved  
such  t h a t  t h e  t r a d i t i o n a l  r e l a t i o n s h i p  has  bean r e v e r s e d *  I t  shou ld  be 
n o t e d ,  however ,  t h a t  t h i s  r e v e r s a l  was r e p o r t e d  p r i n c i p a l l y  in  t h e  gen­
e r a l  management l i t e r a t u r e  r a t h e r  th a n  th e  h i g h e r  e d u c a t i o n  o r  t h e
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m idd le  management L i t e r a t u r e *  S p e c i f i c a l l y ,  among t h e  h i g h e r  e d u c a t i o n  
documents ,  SOX r e p o t t e d  academ ic  l i n e  managers  t o  have  more A u to n o m y  
t h a n  academ ic  s t a f f  managers , This  s u g g e s t s  t h a t  i n  I n s t i t u t i o n s  of  
h i g h e r  e d u c a t i o n ,  d i r e c t i o n  o f  d i f f e r e n c e  be tween managers  on Autonomy 
has  f o l l o w e d  the  p a t t e r n  Im p l i e d  by t h e  t r a d i t i o n a l  d e f i n i t i o n  o f  l i n e  
and s t a f f .
The p o s i t i o n  v a r i a b l e  Autonomy has  been docum ented  In  t h e  g e n e r a l  
management,  t h e  h igher  e d u c a t i o n ,  and t h e  academic  m i d d le  management 
L i t e r a t u r e .  With the  e x c e p t i o n  of  t h e  v a r i a t i o n  In  f i n d i n g s  b e tw e e n  
th e  g e n e r a l  management l i t e r a t u r e  and t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  
on d i r e c t i o n  of  d i f f e r e n c e ,  f i n d i n g s  among th e  t h r e e  l i t e r a t u r e  s e t s  
were q u i t e  c o n s i s t e n t .  C o n s e q u e n t ly ,  t h e  f o l l o w i n g  h y p o th e s e s  a r e  p r o ­
posed w i th  a  r e l a t i v e l y  h i g h  l e v e l  o f  c o n f i d e n c e  In  t h e i r  s u p p o r t  from 
t h e  L l n e - s t a f f  l i t e r a t u r e ,
•  The academic l l n e - s t a f f  s t r u c t u r e  s h a p e s  t h e  p o s i t i o n  v a r i a b l e  
Autonomy d i f f e r e n t l y  f o r  academic  l i n e  and s t a f f  m a n a g e r s ,
a Academic l in e  managers  have more Autonomy t h a n  academic  s t a f f  
m a n a g e r s ,
* By hav ing  more Autonomy, academ ic  l i n e  m anagers  a r e  a d v a n t a g e d  
by t h e  d i f f e r e n c e ,  w h i l e  by h av in g  l e s s  Autonomy, academ ic  s t a f f  
managers  are d i s a d v a n t a g e d  by th e  d i f f e r e n c e .
s D i f f e r e n c e s  between academic l i n e  and s t a f f  managers  on Autonomy 
can  Lead to  b e h a v i o r s  p e r t a i n i n g  to  n o t  j o i n i n g  o r  no t  s t a y i n g  
In  t h e  I n s t i t u t i o n ;  n o t  meeting  Job s t a n d a r d s ;  and n o t  p e r f o r m ­
in g  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  t o  a c h i e v e  e f f e c t i v e  o r ­
g a n i z a t i o n a l  f u n c t i o n i n g .
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S ta t u *  ( S a l a r y *  ftank,  Reward,  B e n e f i t s ) . The p o s i t i o n  v a r i a b l e  
S t a t u s  o b t a i n e d  a medium c a n d i d a t e  s t r e n g t h  s c o r e  and wae ranked  t h i r d  
w i t h i n  and among v a r i a b l e  t y p e s ,  L ine  managers were r e p o r t e d  t o  have 
■tore S t a t u s  t h a n  s t a f f  m a nage rs ,  and th e  g roup  w i t h  more S t a t u s  was r e ­
p o r t e d  to  be a d v a n ta g e d  w h i le  t h e  g roup  w i t h  Leas was r e p o r t e d  to  be 
d i s a d v a n ta g e d *  D i f f e r e n c e *  be tween l i n e  and s t a f f  managers on S t a t u *  
were r e p o r t e d  t o  be a s s o c i a t e d  w i t h  n e g a t i v e  b e h a v i o r s ,  bu t  no dominant  
b e h a v io r  p a t t e r n  was I d e n t i f i a b l e  among th e  t h r e e  type s  of  n e g a t i v e  be­
hav io rs *
There  i s  n o t h i n g  In  t h e  o r l g l n a L  c o n c e p t i o n  of  the  l l n e - s t a f f  
s t r u c t u r e  which  p r e s c r i b e *  a d i f f e r e n c e  be tween  l i n e  and s t a f f  managers 
r e g a r d i n g  S t a t u s  I n d i c a t o r *  such  aa  s a l a r y ,  r a n k ,  rew ards ,  and o t h e r  
b e n e f i t s *  In t h i s  s t u d y ,  t h e  l e v e l  of  s u b s t a n t i a t i o n  f o r  the  dominant  
p a t t e r n  of  l i n e  m anagers  b e in g  r e p o r t e d  t o  have more S t a t u s  than  s t a f f  
managers was h i g h ,  s u g g e s t i n g  t h a t  I n  many o r g a n i s a t i o n s  t h i s  l l n e -  
s t a f f  d i f f e r e n c e  has  e v o l v e d  w i t h  u s e  o f  t h e  s t r u c t u r e *  In  t h i s  c a s e ,  
t h e r e  were no d a t a  from th e  h i g h e r  e d u c a t i o n  l i t e r a t u r e  because  S t a t u s  
was no t  i d e n t i f i e d  a s  a c a n d i d a t e  v a r i a b l e *  However,  when d a t a  from th e  
g e n e r a l  management and th e  academic  m i d d le  management l i t e r a t u r e  were 
combined,  75% of  t h e  s i x t e e n  docum ents  r e p o r t e d  t h i s  d i f f e r e n c e  p a t t e r n .  
N o tab ly ,  a l l  seven  of  t h e  m id d le  management documents r e p o r t e d  t h i s  
p a t t e r n ,  w h i l e  f i n d i n g s  were mixed f o r  t h e  n i n e  g e n e r a l  management docu­
ments .  Th is  s u g g e s t*  aonte v a r i a t i o n *  between o r g a n i z a t i o n a l  type*  and 
w i t h i n  b u s i n e s s  and I n d u s t r i a l  o r g a n i z a t i o n s  r e g a r d i n g  how t h e  l l n e -  
s t a f f  s t r u c t u r e  has  been r e p o r t e d  t o  shape  t h e  p o s i t i o n  v a r i a b l e  S t a t u *  
fo r  l i n e  and s t a f f  manager* .  N o n e t h e l e s s ,  t h e  r e s u l t *  of t h i s  s t u d y
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I n d i c a t e  a h ig h  l e v e l  o f  s u b s t a n t i a t i o n  f o r  the p a t t e r n  o f  l i n e  managers  
b e i n g  r e p o r t e d  t o  have more S ta tu s  th a n  s t a f f  managers—' p a r t i c u l a r l y  
w i t h i n  t h e  academic  m i d d le  management l i t e r a t u r e .
The l e v e l  o f  s u b s t a n t i a t i o n  f o r  t h e  dominant im pac t  p a t t e r n  was 
h i g h .  I n  t h i s  c a s e ,  a l l  da ta  were o b t a i n e d  from t h e  g e n e r a l  management 
l i t e r a t u r e  because  S t a t u s  was not documented as a c a n d i d a t e  v a r i a b l e  In  
t h e  h i g h e r  e d u c a t io n  l i t e r a t u r e  and I n f o r m a t io n  on im pac t  was n o t  coded 
f o r  t h e  m id d le  management l i t e r a t u r e !  However, among th e  n in e  g e n e r a l  
management documents * e i g h t  re p o r te d  t h a t  the g roup  w i th  more S t a t u e  was 
a d v a n t a g e d  w h i le  th e  g ro u p  with l e s s  was d i s a d v a n t a g e d .
The p o s i t i o n  v a r i a b l e  S ta tus  has  been documented I n  th e  g e n e r a l  
management l i t e r a t u r e  and the academic  middle  management l i t e r a t u r e > 
Where d a t a  from b o th  l i t e r a t u r e  s a t e  were  a v a i l a b l e ,  f i n d i n g s  were very 
s i m i l a r  a l t h o u g h  th e  m idd le  management l i t e r a t u r e  Wae more c o n s i s t e n t  
In  r e p o r t i n g  the d i f f e r e n c e  p a t t e r n  which  emerged bh dominan t!  Based 
on t h e  o v e r a l l  r e s u l t s ,  t h e  fo l low ing  h y p o th e se s  c a n  be g e n e r a t e d  w i th  
a  m ode ra te  l e v e l  of  con f id e n ce  in  t h e i r  s u p p o r t  from th e  l l n e - s t a f f  
l i t e r a t u r e *
■ The academic  l l n e - s t a f f  s t r u c t u r e  shapes t h e  p o s i t i o n  v a r i a b l e  
S t a t u s  d i f f e r e n t l y  fo r  academic  l i n e  and s t a f f  managers .
a  Academic l i n e  managers have more S t a t u s  t h a n  academic  s t a f f  
managers .
•  By hav ing  more S t a t u s ,  academic  l i n e  managera a r e  a dvan taged  by 
th e  d i f f e r e n c e ,  while  by h a v in g  l e s s  S t a t u s ,  academic  s t a f f  man­
a g e r s  a r e  d i sa d v a n ta g e d  by t h e  d i f f e r e n c e .
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* D i f f e r e n c e s  be tw ee n  academic l i n e  and  s t a f f  m anagers  on S t a t u s  
can  l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  J o i n i n g  o t  n o t  s t a y i n g  
I n  t h e  I n s t i t u t i o n ;  n o t  m e e t in g  J o b  s t a n d a r d s ;  and n o t  p e r f o r m ­
i n g  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  t o  a c h i e v e  e f f e c t i v e  o r ­
g a n i z a t i o n a l  f u n c t i o n i n g .
A ccep tance  (W or th ,  I m p o r t a n c e T C r e d i b i l i t y .  R e c o g n i t i o n ) . The 
p o s i t i o n  v a r i a b l e  A c c e p t a n c e  o b t a i n e d  a  medium c a n d i d a t e  s t r e n g t h  s c o r e  
and  was r a n k e d  t h i r d  w i t h i n  and among v a r i a b l e  t y p e s .  L ine  managers  
were r e p o r t e d  t o  have more A cc e p ta n c e  t h a n  s t a f f  managers*  and t h e  g r o u p  
w i t h  more A ccep tance  was r e p o r t e d  t o  be a d v a n t a g e d  w h i l e  th e  g ro u p  w i t h  
l e s s  was r e p o r t e d  to  be d i e  a d v a n t a g e d .  D i f f e r e n c e s  b e tw e e n  l i n e  and 
s t a f f  m a n a g e r s  on A c c e p t a n c e  were r e p o r t e d  t o  be a s s o c i a t e d  w i th  n e g a ­
t i v e  r a t h e r  th a n  p o s i t i v e  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s ,  bu t  no 
dominant  b e h a v i o r  p a t t e r n  was  I d e n t i f i a b l e  among t h e  t h r e e  t y p e s  o f  
n e g a t i v e  b e h a v i o r s .
L ike  t h e  p o s i t i o n  v a r i a b l e  S t a t u e ,  t h e r e  l a  n o t h i n g  In  t h e  o r i g i n a l  
c o n c e p t io n  o f  the  l l n e - s t a f f  s t r u c t u r e  which  p r e s c r i b e s  a d i f f e r e n c e  
between l i n e  and s t a f f  m a n a g e r s  r e g a r d i n g  A c c e p t a n c e  w i t h i n  an o r g a n i ­
z a t i o n .  Y e t .  w i t h i n  t h i s  s t u d y ,  t h e  l e v e l  o f  s u b s t a n t i a t i o n  f o r  t h e  
dominant  p a t t e r n  of  l i n e  m anagers  b e i n g  r e p o r t e d  t o  h ave  more A ccep tan ce  
th a n  s t a f f  managers was h i g h .  Like S t a t u s ,  t h e s e  r e s u l t s  s u g g e s t  t h a t  
i n  many o r g a n i z a t i o n s  t h i s  d i f f e r e n c e  be tw ee n  l i n e  and s t a f f  m anagers  
has  ev o lv ed  w i th  use o f  t h e  s t r u c t u r e .  A c c e p t a n c e  was  n o t  i d e n t i f i e d  
a s  a c a n d i d a t e  v a r i a b l e  i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e .  However,
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t h e  g e n e r a l  management and th e  academic  middle  management l i t e r a t u r e  
were In  V e r y  h i g h  ag reem en t  on t h e  dominant  d i f f e r e n c e  p a t t e r n  r e p o r t e d .
The l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  dominant  Impact  p a t t e r n  was 
h i g h .  In t h l e  c a s e  d a t a  were o b t a i n e d  from th e  g e n e r a l  management l i t ­
e r a t u r e  o n l y .  A ccep tan ce  waa n o t  I d e n t i f i e d  as  a c a n d i d a t e  v a r i a b l e  In 
t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  and I n f o r m a t io n  on Impact  waa n o t  coded 
f o r  t h e  m idd le  management l i t e r a t u r e .  However, among th e  e i g h t e e n  gen­
e r a l  management docum enta ,  f i f t e e n  r e p o r t e d  t h a t  t h e  group w i t h  more 
A ccep tance  waa a d v a n t a g e d  and th e  g roup  w i th  l e a s  was d i s a d v a n t a g e d .  
These r e s u l t s  s u g g e s t  t h a t  t h l a  Impac t  p a t t e r n  l a  a  common f e a t u r e  of 
d i f f e r e n c e s  be tween  Line and a t a f f  managers on A c c e p ta n c e .
The p o s i t i o n  v a r i a b l e  A ccep tance  has been documented In t h e  g e n e ra l  
management and th e  academic  m i d d le  management l i t e r a t u r e *  R e s u l t s  for 
b o th  l i t e r a t u r e  e a t s  were  v e ry  s i m i l a r  where b o t h  had d a t a .  The fo l low ­
ing h y p o th e s e s  a r e  p ro p o s e d  w i t h  a modera te  l e v e l  of  c o n f id e n c e  i n  
t h e i r  s u p p o r t  from th e  l l n e - s t a f f  l i t e r a t u r e .
a The academic  l l n e - s t a f f  s t r u c t u r e  shapes  t h e  p o s i t i o n  v a r i a b l e  
A ccep tance  d i f f e r e n t l y  f o r  academic  l i n e  and a t a f f  managers .
« Academic l i n e  managers  have  more A ccep tance  than  academic  a t a f f  
m a n a g e r s .
•  By h a v in g  more A c c e p ta n c e ,  academic l i n e  managers a r e  advan taged  
by th e  d i f f e r e n c e *  w h i le  by hav ing  l a s a  A ccep tan ce ,  academic 
s t a f f  m anagers  a r e  d i s a d v a n t a g e d  by th e  d i f f e r e n c e .
* D i f f e r e n c e s  be tween  aca d em ic  l i n e  and s t a f f  managers on Accept­
ance  can l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  no t  J o i n i n g  o r  no t
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s t a y i n g  i n  t h e  i n s t i t u t i o n ;  n o t  m e e t in g  Job s t a n d a r d s ;  and n o t  
p e r f o r m i n g  a c t i v i t i e s  beyond Job  r e q u i r e m e n t s  t o  a c h i e v e  e f f e c ­
t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g *
O p p o r t u n i t y  f o r  Advancement W i th in  th e  O t f l a n l i a t l n n . The p o s i t i o n  
v a r i a b l e  O p p o r t u n i t y  f o r  Advancement o b t a i n e d  a medium c a n d i d a t e  s t r e n g t h  
s c o re  and  was ranked  t h i r d  w i t h i n  and among v a r i a b l e  t y p e s .  L i n e  mana­
g e r s  were  r e p o r t e d  to  have more O p p o r t u n i t y  f o r  Advancement t h a n  s t a f f  
m a n a g e r s ,  and th e  g roup  w i t h  more O p p o r t u n i t y  f o r  Advancement was r e ­
p o r t e d  t o  be a d v a n ta g e d  w h i l e  t h e  g ro u p  w i t h  l e a s  was r e p o r t e d  t o  be 
d i s a d v a n t a g e d .  D i f f e r e n c e s  be tween  Line  and s t a f f  managers  on Oppor­
t u n i t y  f o r  Advancement were r e p o r t e d  t o  be a s s o c i a t e d  w i th  n e g a t i v e  
r a t h e r  t h a n  p o s i t i v e  o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s ,  b u t  no domi­
n a n t  b e h a v i o r  p a t t e r n  was I d e n t i f i a b l e  among t h e  t h r e e  t y p e s  o f  behav­
i o r s .
Aga in  t h e r e  l a  n o t h i n g  I n h e r e n t  in  t h e  t r a d i t i o n a l  d e f i n i t i o n s  of  
l i n e  and  s t a f f  which  p r e s c r i b e s  a d i f f e r e n c e  be tween l i n e  and  s t a f f  
managers  on O p p o r t u n i t y  f o r  Advancement.  In t h i s  s t u d y ,  t h e  l e v e l  of  
s u b s t a n t i a t i o n  f o r  t h e  p a t t e r n  o f  l i n e  m anagers  be ing  r e p o r t e d  to  have 
more O p p o r t u n i t y  f o r  Advancement th a n  a t a f f  was medium. This  v a r i a b l e  
was n o t  I d e n t i f i e d  a s  a c a n d i d a t e  v a r i a b l e  in  t h e  h i g h e r  e d u c a t i o n  l i t ­
e r a t u r e ,  In t h e  academ ic  m i d d le  management l i t e r a t u r e ,  a l l  s i x  o f  th e  
documents which a d d r e s s e d  t h e  v a r i a b l e  r e p o r t e d  academic  Line managers  
t o  have more O p p o r t u n i t y  f o r  Advancement t h a n  academic  s t a f f  managers .  
However,  i n  t h e  g e n e r a l  management l i t e r a t u r e ,  abou t  h a l f  o f  t h e  docu­
ments r e p o r t e d  l i n e  managers  t o  have more O p p o r tu n i t y  f o r  Advancement
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th a n  s t u f f ,  w h i l e  about  h a l f  r e p o r t e d  t h e  o p p o s i t e  d i r e c t i o n  of  d i f f e r ­
e n ce !  These r e s u l t s  s u g g e s t  v a r i a t i o n s  be tween o r g a n 1r a t i o n a l  t y p e s  as 
w e l l  as  w i t h i n  b u s i n e s s  and I n d u s t r i a l  o r g a n i z a t i o n s  r e g a r d i n g  how th e  
l l n e - s t a f f  s t r u c t u r e  h a s  been r e p o r t e d  t o  shape t h i s  p o s i t i o n  v a r i a b l e  
f o r  l i n e  and s t a f f  m anagers .  O v e r a l l ,  how ever ,  r e s u l t s  i n d i c a t e  a med­
ium l e v e l  o f  s u b s t a n t i a t i o n  f o r  t h e  dominan t  d i f f e r e n c e  p a t t e r n ,  w i t h  
s u b s t a n t i a t i o n  fo r  t h e  p a t t e r n  be ing  n o t a b l y  h i g h e r  f o r  t h e  academic  
m idd le  management l i t e r a t u r e .
The l e v e l  of  s u b s t a n t i a t i o n  f o r  t h e  dominan t  Impact  p a t t e r n  was 
high* In t h i s  c a s e ,  a l l  d a t a  were o b t a i n e d  from t h e  g e n e r a l  management 
l i t e r a t u r e .  O p p o r tu n i t y  fo r  Advancement was n o t  documented a s  a c a n d i ­
d a t e  v a r i a b l e  i n  the  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  and i n f o r m a t i o n  on 
im p a c t s  was no t  coded f o r  the midd le  management l i t e r a t u r e .  However, 
among th e  n i n e  g e n e r a l  management docum ents ,  a l l  r e p o r t e d  t h a t  t h e  g roup  
w i t h  mors O p p o r tu n i t y  f o r  Advancement was a d v a n ta g e d  w h i le  t h e  g ro u p  
w i t h  l e s s  was d i s a d v a n t a g e d .  These r e s u l t s  s u g g e s t  t h i s  impact  p a t t e r n  
t e n d s  t o  o c c u r  f r e q u e n t l y  when l i n e  and s t a f f  managers  d i f f e r  on Oppor­
t u n i t y  f o r  Advancement,
The p o s i t i o n  v a r i a b l e  O p p o r tu n i t y  f o r  Advancement h a s  been d o c u ­
mented i n  t h e  g e n e r a l  management and th e  academic  m idd le  management l i t ­
e r a t u r e .  Where b o th  s e t s  of  l i t e r a t u r e  had d a t a ,  r e s u l t s  were s i m i l a r  
e x c e p t  t h a t  t h e  midd le  management documents  were more c o n s i s t e n t  t h a n  
th e  g e n e r a l  management documents In r e p o r t i n g  l i n e  managers  t o  have  
more O p p o r t u n i t y  f o r  Advancement than  s t a f f  m a nage r s .  Based on th e  r e ­
s u l t s ,  t h e  f o l l o w i n g  p r o p o s i t i o n s  a r e  framed w i t h  a modera te  l e v e l  o f  
c o n f i d e n c e  i n  t h e i r  s u p p o r t  from the  l l n e - s t a f f  l i t e r a t u r e .
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•  The a c a d e m ic  l i n e - a t a f f  s t r u c t u r e  shape  a t h e  p o s i t i o n  v a r i a b l e  
O p p o r t u n i t y  f o r  Advancement W i th in  t h e  O r g a n i z a t i o n  d i f f e r e n t l y  
f o r  a c a d e m ic  l i n e  a n d  a t a f f  managers .
a Academic l i n e  m a n a g e r s  h a v e  more O p p o r t u n i t y  f o r  Advancement  
W i th in  t h e  O r g a n i z a t i o n  t h a n  academic a t a f f  m a n a g e r s .
a By h a v i n g  more O p p o r t u n i t y  f o r  Advancement W i t h i n  t h e  O r g a n i z a ­
t i o n  , a c a d e m ic  l i n e  m a n a g e r s  a r e  a d v a n ta g e d  by t h e  d i f f e r e n c e , 
w h i l e  by h a v i n g  l e s s  O p p o r t u n i t y  For Advancement W i th in  t h e  
O r g a n i z a t i o n ,  a c a d e m i c  a t a f f  managers a r e  d i s a d v a n t a g e d  by  t h e  
d i f f e r e n c e .
•  D i f f e r e n c e s  be tw ee n  aca d em ic  l i n e  and s t a f f  m anagers  on O ppor ­
t u n i t y  f o r  Advancement W i t h i n  the o r g a n i z a t i o n  can Lead t o  be ­
h a v i o r s  p e r t a i n i n g  t o  n o t  J o i n i n g  or  n o t  s t a y i n g  In  t h e  i n s t i ­
t u t i o n ;  n o t  m e e t in g  J ob  s t a n d a r d s ;  and n o t  p e r f o r m i n g  a c t i v i t i e s  
beyond j o b  r e q u i r e m e n t s  t o  a c h ie v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
E d u c a t i o n .  The p e r s o n a l  v a r i a b l e  E d u c a t io n  o b t a i n e d  a medium c a n ­
d i d a t e  s t r e n g t h  s c o r e ,  was r a n k e d  f i r s t  w i th in  I t s  v a r i a b l e  t y p e ,  and 
was r a n k e d  t h i r d  among v a r i a b l e  t y p e s .  Line m a n a g e r s  were r e p o r t e d  to  
have  l e s s  E d u c a t i o n  t h a n  s t a f f  m a n a g e r s ,  but no d o m in a n t  Impac t  p a t t e r n  
waa i d e n t i f i a b l e  f o r  t h e  v a r i a b l e .  D i f f e r e n c e s  b e t w e e n  l i n e  and s t a f f  
m anagers  on E d u c a t i o n  were  r e p o r t e d  t o  he a s s o c i a t e d  w i t h  n e g a t i v e  
r a t h e r  t h a n  p o s i t i v e  o r g a n i z a t i o n a l l y  r e l e v a n t  b e h a v i o r s .  F u r t h e r ,  Ed­
u c a t i o n  o b t a i n e d  a  d o m in a n t  b e h a v i o r  p a t t e r n  w h ich  I n d i c a t e d  t h a t  d i f ­
f e r e n c e s  be tween L ine  and s t a f f  m anagers  on E d u c a t i o n  ware most  o f t e n  
r e p o r t e d  t o  be a s s o c i a t e d  w i t h  b e h a v i o r s  p e r t a i n i n g  t o  " no t  p e r f o r m i n g
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a c t i v i t i e s  beyond J o b  r e q u i r e m e n t s  to  a c h ie v e  e f f e c t i v e  o r g a n i z a t i o n a l  
f u n c t i o n in g * "
The v a r i a b l e  E d u c a t io n  i a  n o t  d i r e c t l y  r e l a t e d  t o  t h e  t r a d i t i o n a l  
d e f i n i t i o n s  of l i n e  and s t a f f .  However,  b e c a u s e  t h e  o r i g i n a l  C oncep t ion  
of  t h e  l i n e - s t a f f  s t r u c t u r e  i d e n t i f i e d  s t a f f  managers  ae h a v in g  s p e c i a l ­
i s e d  e x p e r t i s e ,  t h e r e  I s  the  i m p l i c a t i o n  t h a t  s t a f f  managers  c o u ld  be 
e x p ec ted  t o  have more formal  e d u c a t i o n  than  l i n e  managers* C o n s e q e u n t ly ,  
i t  i s  n o t  s u r p r i s i n g  t h a t  in t h e  g e n e r a l  management l i t e r a t u r e  t h e  l e v e l  
o f  s u b s t a n t i a t i o n  f o r  t h i s  d i f f e r e n c e  p a t t e r n  was found t o  be h i g h .  
However,  two p o i n t s  shou ld  be t a k e n  I n t o  c o n s i d e r a t i o n  In c o n n e c t i o n  
w i th  t h e s e  f i n d i n g s .  F i r s t ,  e v o l u t i o n  i n  s o c i e t y  a s  w e l l  as  w i t h i n  
b u s in e s s  and i n d u s t r y  o v e r  t h e  l a s t  t h i r t y  y e a r s  h a s  been such  t h a t  h o th  
l i n e  and s t a f f  managers  tend t o  have  more fo rm a l  e d u c a t i o n  th a n  i n  th e  
e a r l y  19 5 0 ' s  when M e l v i l l e  P a l  to n  f i r s t  r e p o r t e d  a d i f f e r e n c e  be tween  
managers  on E d u c a t io n  { K o a s l t e r ,  1 979 ) .  A l though  s t a f f  managers  con­
t i n u e  t o  be r e p o r t e d  t o  have more e d u c a t i o n  th a n  l i n e ,  t h e  d i f f e r e n c e  
i a  r a r e l y  one where s t a f f  managers  a r e  c o l l e g e  g r a d u a t e s  and l i n e  mana­
g e r s  a r e  not* In s h o r t ,  the  n a t u r e  of  the  d i f f e r e n c e  ap p e a r s  t o  have 
changed somewhat*
Second,  a l t h o u g h  E d u c a t io n  was n o t  documented as  a c a n d i d a t e  v a r i ­
a b l e  i n  t h e  h i g h e r  e d u c a t i o n  l i t e r a t u r e ,  a l l  o f  t h e  academic  m i d d le  man­
agement documents which a d d r e s s e d  th e  v a r i a b l e  r e p o r t e d  academic  l i n e  
managers t o  have more e d u c a t i o n  th a n  academic s t a f f  managers* More a c a ­
demic l i n e  managers were r e p o r t e d  t o  h o ld  t h e i r  m a s t e r s  d e g r e e s  and 
d o c t o r a l  d e g re e s  t h a n  academic  s t a f f  managers .  C o n s id e r i n g  th e  n a t u r e  
o f  c o l l e g e s  and u n i v e r s i t i e s ,  t h e s e  r e s u l t s  were  n o t  s u r p r i s i n g *  In
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t h i s  c a s e ,  t h e  r e s u l t s  s u g g e s t  t h a t  th e  l i n e - s t a f f  s t r u c t u r e  p ro b a b ly  
s h a p e s  t h e  d i r e c t i o n  o f  d i f f e r e n c e  on E d u ca t io n  d i f f e r e n t l y  f o r  academic 
Line and  s t a f f  managers  t h a n  f o r  t h e i r  c o u n t e r p a r t s  in  b u s i n e s s  and I n ­
d u s t r i a l  o r g a n i z a t i o n s .
No d o m i n a n t  Impact  p a t t e r n  emerged .  D i f f e r e n c e  on E d u ca t io n  was 
r e p o r t e d  t o  be d i s a d v a n t a g e o u s  t o  b o th  l i n e  and s t a f f ;  to be d l e s d v a n -  
t a g e o u s  t o  t h e  g ro u p  w i t h  l e s s  E d u c a t i o n  and advan tageous  and d i s a d v a n ­
ta g e o u s  t o  t h e  g ro u p  w i t h  urn r e  E d u c a t io n ;  and t o  be d i sad v a n ta g e o u s  to  
t h e  g ro u p  w i t h  l e s s  and a d v a n t a g e o u s  t o  t h e  g roup  with  more* C l e a r l y  
no s p e c i f i c  c o n c l u s i o n  can  be made a bou t  th e  g ro u p  with  more e d u c a t i o n .  
However,  b e c a u s e  th e  d o cu m en ts  a lways  r e p o r t e d  t h e  group w i th  l e s s  
E d u c a t i o n  t o  be d i s a d v a n t a g e d ,  I t  can be conc luded  t h a t  t h e  l i n e  o r  
s t a f f  g ro u p  w h ich  p o s s e s s e s  Less  fo rm a l  E d u c a t io n  te nds  t o  be d i s a d v a ­
n t a g e d  by t h i s  c o n d i t i o n .
The d o m i n a n t  b e h a v i o r  p a t t e r n  o b t a i n e d  by t h e  v a r i a b l e  E d u c a t io n  
Was s u b s t a n t i a t e d  St  a  h i g h  l e v e l .  These r e s u l t s  I n d i c a t e d  t h a t  most 
o f  t h e  g e n e r a l  management docum ents  which I d e n t i f i e d  Educa tion  a s  a 
c a n d i d a t e  v a r i a b l e  a s s o c i a t e d  d i f f e r e n c e s  between l i n e  and s t a f f  mana­
g e r s  w i t h  b e h a v i o r s  p e r t a i n i n g  t o  f a i l u r e  to  p e r fo rm  a c t i v i t i e s  beyond 
Job  r e q u i r e m e n t s  t o  a c h i e v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .  I n  many c a s e s ,  
t h e  s p e c i f i c  b e h a v i o r s  r e p o r t e d  were  ones  which reduced c o o p e r a t i o n  be­
tween l i n e  and  s t a f f  m a n a g e r s .
The p e r s o n a l  v a r i a b l e  E d u c a t i o n  has  been documented i n  th e  g e n e r a l  
management a n d  t h e  aca d e m ic  m i d d le  management l i t e r a t u r e .  The r e s u l t s  
f o r  d i r e c t i o n  o f  d i f f e r e n c e  f o r  managers  on E d u ca t io n  were o p p o s i t e  fo r  
t h e  two l i t e r a t u r e  s e t s .  C o n s e q u e n t l y ,  In d e v e lo p in g  new h y p o th e ses
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About how the  l i n e - s t a f f  a t r u e c u r e  shapes s e l e c t i o n  c r i t e r i a  d i f f e r e n t l y ,  
f o r  l i n e  and s t a f f  managers on E duca t ion ,  d i f f e r e n t  types  of  o r g a n i z a ­
t i o n s  must be c o n s i d e r e d .  Baaed on the r e s u l t s  of  the  s t u d y ,  t h e  f o l ­
lowing hypo theses  a r e  proposed w i t h  a moderate l e v e l  of  c o n f id e n c e  In 
t h e i r  s u p p o r t  from th e  l i n e - s t a f f  l i t e r a t u r e ,
* The academic l i n e - s t a f f  s t r u c t u r e  s h a p e s  s e l e c t i o n  c r i t e r i a  f o r  
t h e  p e r s o n a l  v a r i a b l e  E duca t ion  d i f f e r e n t l y  fo r  academic  l i n e  
and s t a f f  managers .
•  Academic l i n e  managers have more E d u c a t io n  than  academic  s t a f f  
managers.
s By having l e s s  E d u c a t io n ,  academic s t a f f  managers a r e  d i s a d v a n ­
taged  by t h e  d i f f e r e n c e .
a D i f f e r e n c e s  between academic  l i n e  and s t a f f  managers on Educa­
t i o n  can l e a d  t o  b e h a v io r s  p e r t a i n i n g  t o  not per fo rming  a c t i v i ­
t i e s  beyond Job r eq u i re m en ts  t o  a c h i e v e  e f f e c t i v e  o r g a n i z a t i o n a l  
f u n c t i o n i n g .
O p p o r tu n i ty  f o r  Comnuncif l t ions . The p o s i t i o n  v a r i a b l e  O p p o r tu n i t y  
f o r  Commonlentidna o b ta in e d  a medium cand ida te  s t r e n g t h  s c o r e  and was 
ranked  f o u r t h  w i t h i n  and among v a r i a b l e  t y p e s .  No dominant  d i r e c t i o n  
of  d i f f e r e n c e  p a t t e r n  was i d e n t i f i e d  fo r  O p p o r t u n i t y  f o r  Communica tions .  
The v a r i a b l e  o b ta in e d  a dominant  impact p a t t e r n  which i n d i c a t e d  the 
group  w i t h  more O p p o r tu n i t y  fo r  Communications was r e p o r t e d  t o  be advan­
ta g ed  w h i le  the g roup  w i th  l e a s  was repor ted  t o  be d i s a d v a n t a g e d .  The 
v a r i a b l e  ob ta ined  a dominant  b eh a v io r  p a t t e r n  which i n d i c a t e d  t h a t  d i f ­
f e r e n c e s  between l i n e  and s t a f f  managers on O p p o r tu n i t y  f o r  Comnunlca-
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t l o n s  were  mos t  o f t e n  r e p o r t e d  to  be a s s o c i a t e d  w i t h  b e h a v i o r s  p e r t a i n ­
in g  t o  " n o t  p e r f u m i n g  a c t i v i t i e s  beyond J ob  r e q u i r e m e n t s  t o  ach i e v e  
e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g *
The o r i g i n a l  c o n c e p t i o n  of  t h e  l i n e - s t a f f  s t r u c t u r e  doea no t  p r e ­
s c r i b e  d i f f e r e n c e s  be tween  Line and s t a f f  managers  on th e  p o s i t i o n  v a r i ­
a b l e  O p p o r t u n i t y  f o r  Com nunlea t lons  * However,  t h e  r e s u l t s  of  t h i s  s t u d y  
show t h a t  d i f f e r e n c e s  between managers  on t h e  v a r i a b l e  have been r e ­
p o r t e d  i n  bo th  t h e  g e n e r a l  management and t h e  academic  midd le  manage­
ment l i t e r a t u r e *  On t h e  o t h e r  h a n d ,  no dominan t  d i f f e r e n c e  p a t t e r n  
emerged from th e  d a t a ,  i . e . ,  l i n e  managers  were r e p o t t e d  t o  have more 
O p p o r t u n i t y  f o r  Communications w i t h i n  the  o r g a n i z a t i o n  and s t a f f  mana­
g e r s  Less a b o u t  t h e  same number o f  t im es  a s  t h e  o p p o s i t e  p a t t e r n  was 
r e p o r t e d .  These r e s u l t s  s u g g e s t  t h a t  d i r e c t i o n  o f  d i f f e r e n c e  on th e  
v a r i a b l e  a p p e a r s  t o  v a ry  b o th  w i t h i n  and among o r g a n i z a t i o n a l  types* 
C o n s e q u e n t ly ,  no s p e c i f i c  c o n c l u s i o n s  r e g a r d i n g  d i r e c t i o n  of  d i f f e r e n c e  
on O p p o r t u n i t y  f o r  Communications f o r  academic  managers can be drawn 
from t h e  r e s u l t s .
I n  s p i t e  of  t h e  f a c t  t h a t  no dominant  d i f f e r e n c e  p a t t e r n  emerged 
f o r  t h e  v a r i a b l e  O p p o r t u n i t y  f o r  C o m m u n ica t io n s , the  dominant  Impact 
p a t t e r n  w hich  was I d e n t i f i e d  wsa s u b s t a n t i a t e d  a t  a h i g h  l e v e l .  In 
t h i s  c a s e *  a lm o s t  a l l  o f  t h e  documents  which r e p o r t e d  t h e  v a r i a b l e  to  
be a b e h a v i o r - l i n k e d  L i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  a l s o  r e p o r t e d  
t h e  g roup  w i t h  more O p p o r tu n i t y  f o r  Communica tions  t o  be advan taged  by 
t h e  d i f f e r e n c e  and t h e  g ro u p  w i t h  l e a s  t o  be d i s a d v a n t a g e d .
The dominan t  b e h a v i o r  p a t t e r n  o b t a i n e d  by t h e  v a r i a b l e  O p p o r tu n i ty  
f o r  Communica tions  was s u b s t a n t i a t e d  a t  a medium l e v e l .  I n  t h i s  c a s e ,
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site of Che n in e  g e n e r a l  management documents which a d d r e s e d  t h e  v a r i a b l e  
r e p o r t e d  th a t  d i f f e r e n c e *  be tween l i n e  and s t a f f  m anagers  on th e  v a r i ­
a b l e  were a s s o c i a t e d  w i t h  b e h a v i o r s  p e r t a i n i n g  t o  f a i l u r e  to  p e r f o r m  a c ­
t i v i t i e s  beyond J ob  r e q u i r e m e n t s  t o  a c h i e v e  o r g a n i s a t i o n a l  f u n c t i o n i n g .
The p o s i t i o n  v a r i a b l e  O p p o r t u n i t y  f o r  Communica tions  has  been docu­
mented in  the g e n e r a l  management and t h e  academic  m i d d le  management 
L i t e r a t u r e .  The r e s u l t s  of  t h i s  s t u d y  s u g g e s t  t h e  f o l l o w i n g  h y p o t h e s e s  
can be g en e ra te d  w i t h  a  modera te  l e v e l  o f  c o n f i d e n c e  i n  t h e i r  s u p p o r t  
from th e  L i n e - s t a f f  l i t e r a t u r e .
a The academic l i n e - s t a f f  s t r u c t u r e  s h a p e s  t h e  p o s i t i o n  v a r i a b l e  
O p p o r tu n i ty  f o r  Communica tions  d i f f e r e n t l y  f o r  academic  l i n e  
and s t a f f  managers*
* The m a n a g e r i a l  group w i t h  more O p p o r t u n i t y  f o r  Communica tions  
I s  advan taged  by the d i f f e r e n c e  and the  g r o u p  w i t h  l e s s  i e  d i s ­
advantaged by t h e  d i f f e r e n c e ,  
a  D i f f e r e n c e s  be tween  a c a d e m ic  l i n e  and s t a f f  managers  on O p p o r ­
tu n i ty  f o r  Communica tions  can le ad  to  b e h a v i o r s  p e r t a i n i n g  t o  
not  p e r f o r m i n g  a c t i v i t i e s  beyond jo b  r e q u i r e m e n t s  t o  a c h i e v e  
o r g a n i z a t i o n a l  f u n c t i o n i n g .
R e s p o n s i b i l i t y  ( A c c o u n t a b i l i t y ) . The p o s i t i o n  v a r i a b l e  R e s p o n s i ­
b i l i t y  ob ta ined  a medium c a n d i d a t e  s t r e n g t h  s c o r e  and  was ranked  f i f t h  
w i t h i n  and among v a r i a b l e  t y p e s .  L i n e  managers w ere  r e p o r t e d  t o  h a v e  
more R e s p o n s i b i l i t y  t h a n  s t a f f  m a n a g e r s ,  bu t  no do m in a n t  impact  p a t t e r n  
was i d e n t i f i a b l e  f o r  t h e  v a r i a b l e .  No dominant  b e h a v i o r  p a t t e r n  was 
i d e n t i f i a b l e  among t h e  t h r e e  t y p e s  o f  b e h a v i o r s .
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A lth o u g h  th e  t r a d i t i o n a l  c o n c e p t i o n  of  t h e  l i n e - s t f f  s t r u c t u r e  does  
no t  d i r e c t l y  p r e s c r i b e  a d i f f e r e n c e  between managers on R e s p o n s i b i l i t y ,  
by a s s i g n i n g  command a u t h o r i t y  t o  l i n e  m a n ag e r s ,  i t  im p l i e s  t h a t  l i n e  
managers s h o u ld  ho ld  r e s p o n s i b i l i t y  f o r  o r g a n ! r a t  t o n a l  d e c i s i o n s  w h i l e  
s t a f f  managers  s h o u ld  n o t .  In  t h i s  s t u d y ,  the  l e v e l  of  s u b s t a n t i a t i o n  
f o r  t h e  p a t t e r n  of  l i n e  managers  b e in g  r e p o r t e d  to  have more R e s p o n s i ­
b i l i t y  t h a n  s t a f f  was h i g h .  In  f a c t ,  w h i l e  t h e  h i g h e r  e d u c a t i o n  L i t e r ­
a t u r e  d id  n o t  i d e n t i f y  R e s p o n s i b i l i t y  as a  c a n d i d a t e  v a r i a b l e ,  t h e  gen­
e r a l  management and academic  midd le  management l i t e r a t u r e  were i n  com­
p l e t e  agreement  on t h e  dominan t  d i f f e r e n c e  p a t t e r n  f o r  R e s p o n s i b i l i t y *  
These r e s u l t s  s u g g e s t  t h a t  d i f f e r e n c e  between managers on R e s p o n s i b i l i t y  
has te nded  to  r e f l e c t  t h e  d i f f e r e n c e  between l i n e  and s t s f f  managers 
im p l ie d  by th e  t r a d i t i o n a l  c o n c e p t i o n  of  t h e  s t r u c t u r e .
No dominant  im pac t  p a t t e r n  em erged .  However,  t h e  r e s u l t s  of  t h e  
s tu d y  were i n t e r e s t i n g  i n  t h a t  t h e y  s u g g e s te d  t h a t  the  v a r i a b l e  Respon­
s i b i l i t y  may have some u n iq u e  p r o p e r t i e s .  The r e s u l t s  i n d i c a t e d  t h a t  
having e i t h e r  more o r  l e s s  R e s p o n s i b i l i t y  can have a d v a n ta g e s  and d i s ­
a d v an tag es  s i m u l t a n e o u s l y .
The r e s u l t s  o f  t h e  s t u d y  s u g g e s t  the  f o l l o w i n g  hy p o th e ses  c a n  be 
g e n e r a t e d  w i th  a m ode ra te  l e v e l  of  c o n f id e n c e  In t h e i r  s u p p o r t  from th e  
l i t e r a t u r e ■
•  The academic  l i n e - s t a f f  s t r u c t u r e  shapes  the  p o s i t i o n  v a r i a b l e  
R e s p o n s i b i l i t y  d i f f e r e n t l y  f o r  academic  l i n e  and s t a f f  m anagers .
•  Academic l i n e  m anagers  have more R e s p o n s i b i l i t y  than  academic  
s t a f f  managers .
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» D i f f e r e n c e s  be tween  academic  l i n e  and  s t a f f  managers on Respon­
s i b i l i t y  can Lead t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  j o i n i n g  o r  n o t  
s t a y i n g  In the  i n s t i t u t i o n ;  no t  m e e t in g  Job s t a n d a r d s ;  and not  
per fo rming  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  t o  ach ieve  o r g a n -  
i z a t i o n a l  f u n c t i o n i n g .
D i s p o s i t i o n  Toward Change . The p s y c h o l o g i c a l  v a r i a b l e  D i s p o s i t i o n  
Toward Change obta ined  a  medium c a n d i d a t e  s t r e n g t h  s c o r e ,  was ranked 
f i r s t  w i t h i n  I t s  v a r i a b l e  t y p e ,  and was r a n k e d  f i f t h  among v a r i a b l e  
types*  Line  managers were r e p o r t e d  to  have a n e g a t i v e  D i s p o s i t i o n  To­
ward Change while  s t a f f  managers  were r e p o r t e d  to  have a p o s i t i v e  D is ­
p o s i t i o n  Toward Change, b o t h  l i n e  and s t a f f  managers were r e p o r t e d  to  
be d i s a d v a n t a g e d  by a d i f f e r e n c e  on the  v a r i a b l e .  D i f f e r e n c e s  between 
l i n e  and s t a f f  managers on D i s p o s i t i o n  Toward Change were r e p o r t e d  to  
be a s s o c i a t e d  with  n e g a t i v e  r a t h e r  than  p o s i t i v e  o r g a n i z a t i o n a l l y  r e l e ­
v a n t  b e h a v i o r s ,  but no dom inan t  b eh av io r  p a t t e r n  was i d e n t i f i a b l e  among 
th e  t h r e e  ty p e s  of b e h a v i o r s .
The t r a d i t i o n a l  c o n c e p t i o n  o f  the  l i n e - s t a f f  s t r u c t u r e  does not 
p r e s c r i b e  a d i f f e r e n c e  be tw een  managers on t h e  p s y c h o l o g i c a l  v a r i a b l e  
D i s p o s i t i o n  Toward Change* In t h i s  s t u d y ,  t h e  Level o f  s u b s t a n t i a t i o n  
was h ig h  f o r  the  dominant d i r e c t i o n  of  d i f f e r e n c e  p a t t e r n .  This sug­
g e s t s  t h a t  t h i s  d i f f e r e n c e  be tween Line and s t a f f  managers appears  to  
have evo lved  with  the use  o f  t h e  s t r u c t u r e .
The dominant impact p a t t e r n  o b ta in e d  by th e  v a r i a b l e  D i s p o s i t i o n  
Toward Change was s u b s t a n t i a t e d  a t  a  medium l e v e l .  In  t h i s  c a s e ,  f o u r
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of t h e  s i x  document* which I d e n t i f i e d  t h e  v a r i a b l e  a* a  c a n d i d a t e  v a r i ­
ab le  r e p o r t e d  bo th  l i n e  and s t a f f  n a n a g e r s  t o  be d i s a d v a n t a g e d  by a d i f ­
fe ren ce  on D i s p o s i t i o n  Toward Change*
The p o s i t i o n  v a r i a b l e  D i s p o s i t i o n  Toward Change was d o c u m e n t e d  i n  
the g e n e r a l  management l i t e r a t u r e  only* The f o l l o w i n g  r e s e a r c h  p r o p o s i ­
t i o n s  a r e  o f f e r e d  w i t h  a moderate l e v e l  o f  c o n f id e n c e  in  t h e i r  s u p p o r t  
from the  l i n e - s t a f f  l i t e r a t u r e !
a The academic l i n e - s t a f f  s t r u c t u r e  s h a p e s  t h e  p s y c h o l o g i c a l  r e ­
sponse  D i s p o s i t i o n  Toward Change d i f f e r e n t l y  f o r  academ ic  l i n e
and s t a f f  managers*
•  Academic l i n e  managers  have a n e g a t i v e  D i s p o s i t i o n  Toward Change 
and academic s t a f f  managers have a p o s i t i v e  D i s p o s i t i o n  Toward 
Change*
e Academic l i n e  and s t a f f  managers  a r e  b o t h  d i s a d v a n t a g e d  by a
d i f f e r e n c e  on D i s p o s i t i o n  Toward Change*
* D i f f e r e n c e  between academic  l i n e  and s t a f f  managers  on D i s p o s i ­
t i o n  Toward Change can l e a d  t o  b e h a v i o r s  p e r t a i n i n g  to  n o t  J o i n ­
in g  o r  not  s t a y i n g  In t h e  I n s t i t u t i o n ;  n o t  m ee t ing  J o b  s t a n d ­
a r d s ;  and no t  p e r fo rm in g  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  to 
a c h i e v e  e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
O p p o r tu n i t y  f o r  P r o f e s s i o n a l  D evelopm ent. The p o s i t i o n  v a r i a b l e  
O ppor tun i ty  f o r  P r o f e s s i o n a l  Development o b t a i n e d  a low c a n d i d a t e  
s t r e n g t h  s c o r e  and was ranked s i x t h  w i t h i n  and among v a r i a b l e  types*
Line managers were r e p o r t e d  t o  have more O p p o r t u n i t y  f o r  P r o f e s s i o n a l  
Development than  s t a f f  managers .  The g roup  w i t h  more O p p o r t u n i t y  f o r
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P r o f e s s i o n a l  Development  was r e p o r t e d  to  be advan taged  and the  group 
w i t h  l e a s  was r e p o r t e d  t o  be d i s a d v a n t a g e d  * The dominant  b ehav io r  p a t ­
t e r n  which was I d e n t i f i e d  f o r  t h i s  v a r i a b l e  i n d i c a t e d  t h a t  d i f f e r e n c e  
be tween managers  on O p p o r t u n i t y  f o r  P r o f e s s i o n a l  Development was r e ­
p o r t e d  to  be a s s o c i a t e d  w i th  b e h a v i o r s  p e r t a i n i n g  to  no t  meeting Job 
r e q u i r e m e n t  a *
T h i s  v a r i a b l e  waa documented in  t h e  g e n e r a l  management l i t e r a t u r e  
a s  a  c a n d i d a t e  v a r i a b l e  o n ly  once ,  b u t  was i d e n t i f i e d  r e p e a t e d ly  ae a 
L i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  In  t h e  academic  middle  management 
l i t e r a t u r e .  Baaed on t h e  r e s u l t s  of  t h e  s t u d y ,  t h e  fo l lowing  hypo th ­
e s e s  can be g e n e r a t e d  w i t h  a r e l a t i v e l y  low Level  o f  conf idence  i n  t h e i r  
s u p p o r t  from th e  l i n e - s t a f f  l i t e r a t u r e ,
•  The academic  l i n e - s t a f f  s t r u c t u r e  s h a p e s  t h e  p o s i t i o n  v a r i a b l e  
O p p o r t u n i t y  f o r  P r o f e s s i o n a l  Development d i f f e r e n t l y  fo r  a c a ­
demic l i n e  and s t a f f  m anagers .
•  Academic Line managers have  more O p p o r tu n i t y  fo r  P r o f e s s i o n a l  
Development t h a n  academic s t a f f  m a nage r s ,
a  By hav ing  more O p p o r tu n i t y  f o r  P r o f e s s i o n a l  Development,  a c a ­
demic l i n e  managers  a t e  a dvan taged  by th e  d i f f e r e n c e ,  w h l l a  by 
having  l e s s  O p p o r tu n i t y  f o r  P r o f e s s i o n a l  Development,  academic 
s t a f f  managers  a r e  d i s a d v a n t a g e d  by t h e  d i f f e r e n c e .
•  D i f f e r e n c e s  be tween  academic l i n e  and s t a f f  managers on Oppor­
t u n i t y  f o r  P r o f e s s i o n a l  Development can lead  t o  behav iors  p e r ­
t a i n i n g  t o  no t  m ee t ing  Job s t a n d a r d s .
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G e n d e r . The p e r s o n a l  v a r i a b l e  Gender  o b t a i n e d  a  low c a n d i d a t e  
s t r e n g t h  s c o r e ,  was t a n k e d  second  w i t h i n  l t e  v a r i a b l e  t y p e ,  and was 
r a n k e d  s i x t h  among v a r i a b l e  t y p e s .  Females  were r e p o r t e d  to h o l d  fewer 
l i n e  p o s i t i o n s  t h a n  s t a f f  p o s i t i o n s .  Gender was I d e n t i f i e d  a s  a c a n d i ­
d a t e  v a r i a b l e  In o n l y  one h i g h e r  e d u c a t i o n  document and aa  a l i n e —s t a f f  
d i s t i n g u i s h i n g  v a r i a b l e  i n  o n ly  one m idd le  management document.  No 
Im pac t  p a t t e r n  was I d e n t i f i e d  b eca u se  t h e  h i g h e r  e d u c a t i o n  document 
f o c u s e d  on  th e  Impac t  o f  t h e  s t r u c t u r e  on f em a le s  r a t h e r  th a n  t h e  Im­
p a c t  o f  t h e  d i f f e r e n c e  on l i n e  and  s t a f f  managers  In g e n e r a l .  However,  
a  do m in a n t  b e h a v i o r  p a t t e r n  was I d e n t i f i e d  which I n d i c a t e d  t h a t  s h a p in g  
s e l e c t i o n  c r i t e r i a  d i f f e r e n t l y  f o r  l i n e  and s t a f f  managers on G ender  was 
r e p o r t e d  t o  lead t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  m e e t in g  j o b  s t a n d a r d s .
G ender  was a complex v a r i a b l e  to  code and r e q u i r e s  some a d d i t i o n a l  
d i s c u s s i o n .  A l though  o n l y  one document I d e n t i f i e d  Gender as a  b e h a v i o r -  
l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  o t h e r  documents  a d d r e s s e d  
t h e  v a r i a b l e .  O v e r a l l ,  t h e  r e s u l t s  showed t h a t  males  were  r e p o r t e d  to  
h o l d  t h e  m a j o r i t y  o f  l i n e  and  s t a f f  p o s i t i o n s ,  b u t  p r o p o r t i o n a l l y  f e ­
m a le s  h o l d  more s t a f f  p o s i t i o n s  t h a n  l i n e  p o s i t i o n s .  There  was a lm os t  
no I n t e r e s t  I n  Gender  i n  t h e  g e n e r a l  management l i t e r a t u r e  a t  a l l  and 
no i n t e r e s t  In Gender  i n  t h e  h i g h e r  e d u c a t i o n  o r  t h e  academic  m i d d le  
management l i t e r a t u r e  p r i o r  to  t h e  p e r io d  1974-19&4,
C o n s i d e r i n g  t h e  1972 H ig h e r  E d u c a t io n  G u i d e l i n e s ,  I t  was s u r p r i s ­
ing  t o  f i n d  t h a t  w h i l e  t h e  p r o g r e s s  of  women in  c o l l e g e  and u n i v e r s i t y  
a d m i n i s t r a t i o n  has  become an i s s u e  i n  h i g h e r  e d u c a t i o n  ( e . g . ,  s e e  Women, 
198L) ,  few r e s e a r c h e r s  have i n v e s t i g a t e d  Gender In c o n n e c t i o n  w i t h  the  
l i n e - s t a f f  s t r u c t u r e .  T h i s  o m i s s io n  a p p e a r s  to  h i g h l i g h t  t h e  l a c k  o f
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u n d e r s t a n d l u g  t n  h i g h e r  e d u c a t i o n  of  t h e  p o t e n t i a l  consequences  of  t h e  
l i n e - s t a f f  s t r u c t u r e  in  g e n e r a l  and I t s  p o s s i b l e  r a m i f i c a t i o n s  For women 
I n  p a r t i c u l a r !  On t h e  o t h e r  han d ,  w h i l e  t h e  g e n e r a l  management l i t e r a ­
t u r e  has  long  r e c o g n i s e d  th e  c o n s eq u en c es  of  t h e  s t r u c t u r e  i n  what  has  
been t r a d i t i o n a l l y  a male dominated  e n v i ro n m e n t ,  i t  has a p p a r e n t l y  
f a i l e d  t o  c o n s i d e r  how t h e  l i n e - s t a f f  s t r u c t u r e  may a f f e c t  f emale  l i n e  
and s t a f f  managers i n  p a r t i c u l a r .  I t  ap p e a r s  t h a t  l i t t l e  e f f o r t  h a s  
been expended on t h i s  i s s u e  i n  e i t h e r  the  g e n e r a l  management or  t h e  
h i g h e r  e d u c a t i o n  l i t e r a t u r e .  In  s h o r t ,  Gender i s  p ro b a b ly  a more im por ­
t a n t  v a r i a b l e  fo r  a d d i t i o n a l  r e s e a r c h  on th e  l i n e - s t a f f  s t r u c t u r e  and  
I t s  e f f e c t s  on academic managers  and  t h e i r  i n s t i t u t i o n  than  I s  s u g g e s t e d  
by I t s  low s c o r e  on c a n d i d a t e  v a r i a b l e  s t r e n g t h .
For t h e  purpose  of  t h e  g u i d e l i n e s  p r e s e n t e d  h e r e ,  t h e  h y p o th e s e s  
which f o l l o w  a r e  formed t o  r e f l e c t  what  has  been r e p o r t e d  i n  t h e  l i t e r ­
a t u r e  ahout  t h e  e f f e c t s  of  the  l i n e - s t a f f  s t r u c t u r e  on women in  p a r t i c ­
u l a r ,  Note t h a t  the  h y p o t h e s i s  p e r t a i n i n g  to  im p a c t s  has  been based  on 
th e  h i g h e r  e d u c a t io n  l i t e r a t u r e  (Moore and S s g a r i a ,  1982) a s  w e l l  a s  th e  
work of  R a n te r  ( 1 9 7 9 ) ,  which s u g g e s t  t h a t  women who a r e  s e l e c t e d  a s  l i n o  
managers a r e  advantaged  beca use  l i n e  p o s i t i o n s  t r a d i t i o n a l l y  a r e  c o n s i d ­
e red  those  w i th  more power and a u t h o r i t y  and more c r e d i b i l i t y  w i t h i n  an 
o r g a n i s a t i o n  th a n  s t a f f  p o s i t i o n s .  Note a l s o  t h a t ,  as  a g ro u p ,  t h e r e  
i s  o n ly  low suppor t  f o r  t h e  f o l l o w i n g  h y p o th e se s  in  the  l i n e - s t a f f  l i t ­
e r a t u r e .
e The academic l i n e - s t a f f  s t r u c t u r e  shapes  s e l e c t i o n  c r i t e r i a  on 
Gender d i f f e r e n t l y  fo r  academic  l i n e  and s t s f f  m anagers .
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* F e m a le ■ h o l d  f ew er  aca d em ic  Line management p o s i t l o n e  t h a n  
academ ic s t a f f  management posit ions*
a By h o l d i n g  academic  l i n e  management p o s i t i o n s ,  f e m a l e s  a r e  ad­
v a n t a g e d ,  w h i l e  by h o l d i n g  academic  s t a f f  management p o s i t i o n s ,  
f e m a l e s  a r e  d i s a d v a n t a g e d ,
•  D i f f e r e n t  s e l e c t i o n  c r i t e r i a  on G ender  f o r  a c a d e m i c  l i n e  and 
s t a f f  m anagers  c a n  l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  m e e t in g  
j o b  s t a n d a r d s .
R a c e * The p e r s o n a l  v a r i a b l e  Race o b t a i n e d  a low c a n d i d a t e  s t r e n g t h  
s c o r e ,  was r a n k e d  second w i t h i n  I t s  v a r i a b l e  t y p e ,  and was r a n k e d  s l a t h  
among v a r i a b l e  t y p e s ,  M i n o r i t y  p e r s o n s  were  r e p o r t e d  t o  h o l d  f e w e r  l i n e  
p o s i t i o n s  t h a n  s t a f f  p o s i t i o n s .  Race was I d e n t i f i e d  as  a  c a n d i d a t e  
v a r i a b l e  I n  o n l y  one h i g h e r  e d u c a t i o n  docum ent and a s  a  l i n e - s t a f f  d i s ­
t i n g u i s h i n g  v a r i a b l e  I n  o n l y  one  m id d le  management d o c u m e n t .  L i k e  Gen­
d e r ,  no Im pac t  p a t t e r n  was i d e n t i f i e d  b e c a u s e  t h e  h i g h e r  e d u c a t i o n  doc­
ument f o c u s e d  on t h e  im p a c t  of  th e  s t r u c t u r e  on  m i n o r i t i e s  r a t h e r  th a n  
t h e  im pac t  of  t h e  d i f f e r e n c e  on l i n e  and s t a f f  m anagers  I n  g e n e r a l ,  A 
dominant  b e h a v i o r  p a t t e r n  was I d e n t i f i e d  w h ic h  i n d i c a t e d  t h a t  s h a p i n g  
s e l e c t i o n  c r i t e r i a  d i f f e r e n t l y  f o r  l i n e  and s t a f f  m a n ag e r s  on R ace  was 
r e p o r t e d  t o  l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  p e r f o r m i n g  a c t i v i t i e s  
beyond j o b  r e q u i r e m e n t s  t o  a c h i e v e  e f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
I n f o r m a t i o n  on Race was  v e r y  s i m i l a r  In  n a t u r e  t o  t h a t  on G ender ,  
M i n o r i t y  p e r s o n s  were r e p o r t e d  t o  h o l d  few er  l i n e  and s t a f f  p o s i t i o n s  
t h a n  n o n - m i n o r i t i e s ,  bu t  p r o p o r t i o n a l l y  m i n o r i t i e s  were r e p o r t e d  t o  
h o ld  more s t a f f  t h a n  l i n e  management p o s i t i o n s .  There was a l m o s t  no
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i n t e r e s t  In Race In t h e  g e n e r a l  management l i t e r a t u r e  and no I n t e r e s t  
In  t h e  h i g h e r  e d u c a t i o n  and academic  m idd le  management L i t e r a t u r e  p r i o r  
to  t h e  1974-1984 pe r iod*  L i k e  Gender ,  f a i l u r e  to  examine Race In con* 
n e c t i o n  w i th  t h e  L i n e - s t a f f  s t r u c t u r e  em p h as ize s  t h e  l a c k  of  u n d e r s t a n d ­
ing I n  h i g h e r  e d u c a t i o n  of  t h e  p o t e n t i a l  c o n s eq u en c es  of  t h e  s t r u c t u r e  
In  g e n e r a l  and any p n t e n t i a L  r a m i f i c a t i o n s  f o r  m i n o r i t y  p e r s o n n e l  In 
p a r t i c u l a r .  The g e n e r a l  management l i t e r a t u r e  a p p e a r s  to have pa id  
even Less a t t e n t i o n  to  t h e  p o t e n t i a l  e f f e c t s  o f  t h e  l i n e - s t a f f  s t r u c ­
t u r e  on m i n o r i t y  m anagers .  L ike  G ender ,  Race I s  p ro b a b ly  a more Impor­
t a n t  v a r i a b l e  f o r  f u t u r e  r e s e a r c h  on th e  l i n e - s t a f f  s t r u c t u r e  and I t s  
e f f e c t s  on academic  managers  and  t h e i r  i n s t i t u t i o n s  th a n  I s  s u g g e s te d  
by I t s  r e l a t i v e l y  Low s c o r e  on c a n d i d a t e  s t r e n g t h .
For the  purpose  o f  t h e  g u i d e l i n e s  p r e s e n t e d  h e r e ,  t h e  r e s e a r c h  p r o ­
p o s i t i o n s  which f o l l o w  a r e  framed t o  r e f l e c t  what  has  been r e p o r t e d  i n  
t h e  l i t e r a t u r e  about  t h e  i n f l u e n c e  of  t h e  l i n e  s t a f f  s t r u c t u r e  on m ino r ­
i t i e s  i n  p a r t i c u l a r .  The h y p o t h e s i s  p e r t a i n i n g  t o  impact  i s  based on 
th e  h i g h e r  e d u c a t i o n  L i t e r a t u r e  (S m i th  and T a t a ,  1961) and t h e  work of  
R a n t e r  ( 1 9 7 9 ) ,  which s u g g e s t  t h a t  m i n o r i t y  p e r s o n n e l  who a r e  s e l e c t e d  
as academic l i n e  managers  a r e  advan taged  b e c a u s e  l i n e  p o s i t i o n s  t r a d i ­
t i o n a l l y  a r e  c o n s i d e r e d  t h o s e  w i t h  more power and a u t h o r i t y  and more 
c r e d i b i l i t y  w i t h i n  an o r g a n i z a t i o n  th a n  s t a f f  p o s i t i o n s .  N o te ,  however,  
t h a t  o v e r a l l  t h e r e  I s  o n l y  low s u p p o r t  f o r  t h e  f o l l o w i n g  h y p o th e s e s  in  
t h e  l i n e - s t a f f  l i t e r a t u r e .
•  The academic  l i n e —s t a f f  s t r u c t u r e  s h a p e s  s e l e c t i o n  c r i t e r i a  on 
Race d i f f e r e n t l y  f o r  academic  l i n e  and s t a f f  managers .
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•  M i n o r i t y  pe r so n a  h o ld  f ev e r  academic l i n e  management p o s i t i o n s  
t h a n  academ ic  s t a f f  management p o s i t i o n s *
•  By h o l d i n g  academ ic  l i n e  management p o s i t I o n a *  m i n o r i t y  p a r s o n s  
a r e  a d v a n t a g e d ,  w h i l e  by h o l d i n g  academic s t a f f  management p o s i ­
t i o n s *  m i n o r i t y  p e r s o n s  a r e  d i s a d v a n t a g e d .
•  D i f f e r e n t  s e l e c t i o n  c r i t e r i a  on Race f o r  academic l i n e  and s t a f f  
m a n a g e r s  c a n  l e a d  to  b e h a v i o r s  p e r t a i n i n g  to  no t  p e r fo rm in g  a c ­
t i v i t i e s  beyond J ob  r e q u i r e m e n t s  to  a c h i e v e  e f f e c t i v e  o r g a n i z a ­
t i o n a l  f u n c t i o n i n g *
Age . The p e r s o n a l  V a r i a b l e  Age o b ta in e d  a low c a n d i d a t e  s t r e n g t h  
s c o r e *  was r a n k e d  second w i t h i n  i t s  v a r i a b l e  t y p e ,  and was ranked  s i x t h  
among v a r i a b l e  t y p e s .  L ine  managers were r e p o r t e d  to  be o l d e r  than  
s t a f f  m anagers  b u t  b o th  l i n e  and s t a f f  managers were r e p o r t e d  to  be d i s ­
a d v a n t a g e d  by  a d i f f e r e n c e  on Age. A dominant  b e h a v i o r  p a t t e r n  was 
i d e n t i f i e d  w h ich  i n d i c a t e d  t h a t  d i f f e r e n c e s  between l i n e  and s t a f f  man­
a g e r s  on Age were  r e p o r t e d  t o  be a s s o c i a t e d  w i th  b e h a v i o r s  p e r t a i n i n g  
t o  n o t  p e r f o r m i n g  a c t i v i t i e s  beyond J ob  requ i re m en t  a to  a c h i e v e  e f f e c ­
t i v e  o r g a n i s a t i o n a l  f u n c t i o n i n g *
Age was I d e n t i f i e d  a s  a  c a n d i d a t e  v a r i a b l e  in  t h e  g e n e r a l  manage­
ment l i t e r a t u r e  o n l y .  Rased on the  r e s u l t s ,  t h e  f o l l o w i n g  h y p o t h e s e s  
a r e  p ro p o s e d  w i t h  a law Level  of c o n f id e n c e  in  t h e i r  s u p p o r t  from th e  
l i n e - s t a f f  l i t e r a t u r e .
•  The a c a d e m ic  l i n e —s t a f f  s t r u c t u r e  shapes  s e l e c t i o n  c r i t e r i a  on 
Age d i f f e r e n t l y  f a t  academic  l i n e  and s t a f f  managers .
e  Academic Line managers  a r e  o l d e r  than academic  s t a f f  m anagers .
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•  Academic l i n e  and s t a f f  managers  a r e  b o t h  d i s a d v a n t a g e d  b y  a 
d l f f a r e c e  on Age,
•  D i f f e r e n c e s  be tween  academ ic  l i n e  and s t a f f  managers  on Age can  
l e a d  t o  b e h a v i o r s  p e r t a i n i n g  t o  n o t  p e r f o r m i n g  a c t i v i t i e s  beyond 
j o b  r e q u i r e m e n t s  t o  a c h i e v e  e f f e c t i v e  o r g a n i s a t i o n a l  f u n c t i o n i n g .
I n t e r e s t  i n  P e r s o n a l  A p p e a r a n c e . The p e r s o n a l  v a r i a b l e  I n t e r e s t  
i n  P e r s o n a l  Appearance  o b t a i n e d  a  low c a n d i d a t e  s t r e n g t h  s c o r e ,  was 
ranked  second w i t h i n  I t s  v a r i a b l e  t y p e ,  and  was r a n k e d  s i x t h  among v a r i ­
a b l e  t y p e s ,  b i n e  m anagers  were r e p o r t e d  t o  have l e s s  I n t e r e s t  i n  P e r ­
s o n a l  Appearance t h a n  s t a f f  m a n a g e r s .  Both  l i n e  and s t a f f  m a n a g e r s  
were  r e p o r t e d  t o  be  d i s a d v a n t a g e d  by a  d i f f e r e n c e  on I n t e r e s t  i n  P e r ­
s o n a l  A ppearance .  A dom inan t  b e h a v i o r  p a t t e r n  was I d e n t i f i e d  w hich  
I n d i c a t e d  t h a t  d i f f e r e n c e s  be tw een  m anagers  on I n t e r e s t  i n  P e r s o n a l  
Appearance were r e p o r t e d  t o  he a s s o c i a t e d  w i t h  b e h a v i o r s  p e r t a i n i n g  t o  
n o t  p e r fo rm ing  a c t i v i t i e s  beyond j o b  r e q u i r e m e n t s  t o  a c h i e v e  e f f e c t i v e  
o r g a n i s a t i o n a l  f u n c t i o n i n g ,
i n t e r e s t  In  P e r s o n a l  A ppea rance  was I d e n t i f i e d  a s  a  c a n d i d a t e  v a r i ­
a b l e  i n  t h e  g e n e r a l  management l i t e r a t u r e  o n l y .  The o r g a n i z a t i o n a l  c o n ­
t e x t  w i t h i n  which t h i s  v a r i a b l e  was d i s c u s s e d  i n  c o n n e c t i o n  w i t h  t h e  
l i n e - s t a f f  s t r u c t u r e  em phas ized  i n d u s t r i e s  which  t e n d e d  to  h ave  p rob lem s  
between b l u e  and w h i t e  c o l l a r  managers  which  were  e x a c e r b a t e d  by  t h e  
l i n e - s t a f f  s t r u c t u r e  C e . g , ,  s ee  D a l t o n ,  1 9 5 4 ) .  S ince  t h i s  c o n d i t i o n  
does  no t  p r e v a i l  i n  I n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n ,  In  which t h e  man­
a g e r i a l  component I s  composed l a r g e l y  o f  p r o f e s s i o n a l s  { B t z i o n i ,  1959) ,  
i t  seems t h a t  t h e  f i n d i n g s  on I n t e r e s t  I n  P e r s o n a l  A ppearance  f rom th e
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g e n e r a l  management l i t e r a t u r e  e r a  u n l i k e l y  t o  a p p ly  t o  c o l l e g e  and u n i ­
v e r s i t y  management.  The low c a n d i d a t e  s t r e n g t h  s c o r e  f o r  t h i s  v a r i a b l e  
combined w i t h  v a r i a t i o n s  be tween  I n s t i t u t i o n s  of  h i g h e r  e d u c a t i o n  and 
t h e  type  o f  I n d u s t r i a l  o r g a n i z a t i o n s  examined i n  t h e  g e n e r a l  management 
l i t e r a t u r e  s u g g e s t  t h a t  t h i s  v a r i a b l e  i s  p ro b a b ly  no t  of  p a r t i c u l a r  
Im por tance  t o  r e s e a r c h  on th e  academic  l i n e - s t a f f  s t r u c t u r e .  Consequent­
l y ,  no h y p o th e s e s  a r e  p roposed  h e r e  f o r  t h e  p e r s o n a l  v a r i a b l e  I n t e r e s t  
I n  P e r s o n a l  A ppearance .
I n t e r e s t  I n  S o c i a l  A c t i v i t i e s . The p e r s o n a l  v a r i a b l e  I n t e r e s t  in 
S o c i a l  A c t i v i t i e s  o b t a i n e d  a low c a n d i d a t e  s t r e n g t h  s c o r e ,  was ranked  
s e c o n d  w i t h i n  i t s  v a r l a h l e  t y p e ,  and was ranked s i x t h  among v a r i a b l e  
t y p e s .  Lina  managers were r e p o r t e d  t o  have l e s s  I n t e r e s t  In  S o c i a l  
A c t i v i t i e s  t h a n  s t a f f  m a n ag e r s .  Both l i n e  and s t a f f  managers were r e ­
p o r t e d  to  be d i s a d v a n t a g e d  by a d i f f e r e n c e  on I n t e r e s t  i n  S o c i a l  A c t i v ­
i t i e s ,  A dominant  b e h a v i o r  p a t t e r n  was i d e n t i f i e d  which i n d i c a t e d  t h a t  
d i f f e r e n c e s  between managers  on t h e  v a r i a b l e  were r e p o r t e d  t o  be a s s o ­
c i a t e d  w i th  b e h a v i o r s  p e r t a i n i n g  t o  n o t  pe r fo rming  a c t i v i t i e s  beyond 
J o b  r e q u i r e m e n t s  t o  a c h i e v e  a f f e c t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g .
L ika  I n t e r e s t  i n  P e r s o n a l  A ppearance ,  I n t e r e s t  i n  S o c i a l  A c t i v i t i e s  
was i d e n t i f i e d  as  a  c a n d i d a t e  v a r i a b l e  in  t h e  g e n e r a l  management l i t e r ­
a t u r e  on ly  and was d i s c u s s e d  In  c o n n e c t io n  w i th  prob lems  between b lue  
and w h i te  c o l l a r  m anagers .  For t h e  same rea so n s  which no hy p o th e se s  
were  g e n e r a t e d  f o r  I n t e r e s t  in  P e r s o n a l  Appearance ,  none a r e  g iv e n  h e r e  
f o r  I n t e r e s t  i n  S o c i a l  A c t i v i t i e s .
262
P e r c e p t io n  o f  Power . The p s y c h o l o g i c a l  v a r i a b l e  P e r c e p t i o n  o f  
Power o b t a in e d  a low  c a n d i d a t e  s t r e n g t h  s c o r e ,  was ranked  second  w i t h i n  
i t s  v a r i a b l e  t y p e ,  and was ranked  s e v e n t h  among t y p e s .  L ine  managers  
were  r e p o r t e d  t o  h ave  a  p o s i t i v e  P e r c e p t i o n  of t h e i r  own Power w i t h i n  
t h e  o r g a n i s a t i o n  w h i l e  s t a f f  m a n a g e r s  were r e p o r t e d  to  have a n e g a t i v e  
P e r c e p t i o n  of t h e i r  own Power w i t h i n  t h e  o r g a n i s a t i o n .  The g to u p  w i th  
a  p o s i t i v e  P e r c e p t i o n  o f  Power was r e p o r t e d  to  be ad v an tag ed  and th e  
g ro u p  w i th  a n e g a t i v e  P e r c e p t i o n  o f  Power was r e p o r t e d  to  be d i s a d v a n ­
t a g e d .  A dominant  b e h a v i o r  p a t t e r n  was i d e n t i f i e d  which  I n d i c a t e d  t h a t  
d i f f e r e n c e s  be tween  managers on P e r c e p t i o n  o f  Power were r e p o r t e d  t o  be 
a s s o c i a t e d  With b e h a v i o r s  p e r t a i n i n g  to  n o t  m e e t in g  Job s t a n d a r d s .
P e r c e p t i o n  o f  Power was i d e n t i f i e d  a s  a  c a n d i d a t e  v a r i a b l e  by on ly  
one  s o u r c e ,  a h i g h e r  e d u c a t io n  l i n e - s t a f f  document.  The v a r i a b l e  I s  
I n t e r e s t i n g  f o r  two r e a s o n s .  F i r s t  i t  i s  i n d i r e c t l y  r e l a t e d  t o  t h e  o r i g ­
i n a l  concep t ion  o f  t h e  l i n e - s t a f f  s t r u c t u r e ,  i . e . ,  i f  the t r a d i t i o n a l  
d e f i n i t i o n s  of l i n e  and s t a f f  a r e  o p e r a t i o n a l i z e d ,  one  would e x p e c t  l i n e  
managers  to  p e r c e i v e  them se lves  t o  h ave  more power t h a n  s t a f f  managers  
would p e r c e iv e  t h e m s e l v e s  t o  h a v e .  C o n s e q u e n t l y ,  i n  l i g h t  o f  t h e  t r a d i ­
t i o n a l  co n c e p t io n  o f  t h e  s t r u c t u r e ,  th e  r e s u l t s  o f  t h i s  s t u d y  a r e  n o t  
s u r p r i s i n g .
Second,  i n  h e r  s t u d y  of  P e r c e p t i o n  o f  Power,  S a g a r l a  ( I9f l0 )  l i n k e d  
h e r  r e s u l t s  d i r e c t l y  to  K a n t e r ' a  ( 1 9 7 7  and 1979) s o c i a l - s t r u c t u r a l  
t h e o r y  o f  the e f f e c t s  of o r g a n i z a t i o n a l  s t r u c t u r e s  on members o f  o r g a n ­
i z a t i o n s .  K a n t e r * s  t h e o r y  s u g g e s t s  t h a t  t h e  o r g a n i z a t i o n a l  p o s i t i o n  
which an  i n d i v i d u a l  h o ld s  can l e a d  t o  p e r s o n a l  I n e f f e c t i v e n e s s  and r e ­
l a t e d  o r g a n i z a t i o n a l  d y s f u n c t i o n s .  Among th e  h i g h e r  e d u c a t i o n  documents
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included In t h i s  s tu d y ,  t h i s  was a rare  example of t r e a t i n g  f indings  
about the academic l i n e - s t a f f  s t r u c t u r e  within a l a r g e r  t h e o r e t i c a l  
framework. Considering the nature of S a g a r la ' s  r e se a r ch  and the  f ind ­
in g s ,  the psychologica l  v a r iab le  Perception of Power probably deserves 
somewhat more a t t e n t i o n  in  fu tu re  a tudlaa  of the academic l i n e - s t a f f  
s t r u c t u r e  than i s  ind ica ted  by i t s  low candidate  s t r e n g t h  sco re .  The 
hypotheses which follow r e f l e c t  the r e s u l t s  of t h i s  s tudy ,  Note, how­
ever ,  th a t  because the  v a r ia b le  was addressed in only one document, the 
le v e l  of confidence in  support  from the l i n e - s t a f f  l i t e r a t u r e  i a  low*
•  The academic l i n e - s t a f f  s t r u c tu r e  shapes psychologica l  responses 
on Percep t ion  of Power d i f f e r e n t l y  for  academic l in e  and s t a f f  
managers*
•  Academic l i n e  managers have a p o s i t i v e  Percep t ion  of t h e i r  own 
Power and academic s t a f f  managers have a nega t ive  Perception of 
t h e i r  own Power*
•  By having a p o s i t iv e  Perception of Power, academic l i n e  managers 
are advantaged by the d i f f e r e n c e ,  while by having a negative 
Percept ion  of Power, academic s t a f f  managers a re  disadvantaged 
by the d i f f e r e n c e ,
•  D if fe rences  between academic l i n e  and s t a f f  managers on Percep­
t io n  of Power can lead to behaviors p e r t a in in g  to not meeting 
job s tan d a rd s .
Percept ion  of  Own U n i t . The psychological  v a r i a b l e  Percept ion  of 
Own Unit obta ined  a low candidate  s t r en g th  score ,  was ranked second 
w i th in  i t s  v a r i a b l e  type,  and was ranked seventh among v a r i a b l e  types*
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Line managers were r e p o r t e d  t o  have * no te  p o s i t i v e  P e r c e p t i o n  of  t h e i r  
Own Unit t h a n  s t a f f  m a nage rs .  The g ro u p  w i t h  a p o s i t i v e  P e r c e p t i o n  o f  
Own Unit wan r e p o r t e d  t o  he advan taged  w h i le  th e  group w i t h  a  n e g a t i v e  
P e rc e p t io n  o f  Own Unit  wae r e p o r t e d  t o  he d i s a d v a n ta g e d .  A dominant  
behavior  p a t t e r n  waa I d e n t i f i e d  which I n d i c a t e d  t h a t  d i f f e r e n c e  be tw een  
manager a on P e r c e p t i o n  of Own Unit  were  re p o r te d  to be a s s o c i a t e d  w i t h  
behav iors  p e r t a i n i n g  to  n o t  p e r fo rm ing  a c t i v i t i e s  beyond j o b  r e q u i r e ­
ments to a c h i e v e  e f f e c t i v e  o r g a n ! r a t  t o n a l  f u n c t i o n i n g .
The p s y c h o l o g i c a l  v a r i a b l e  P e r c e p t io n  of  Own Unit was documented 
a s  a c a n d i d a t e  v a r i a b l e  i n  t h e  g e n e r a l  management l i t e r a t u r e  o n l y .  I n  
t h e  p r e s e n t  s t u d y , I t  has  been t r e a t e d  as a  s e p a r a t e  b e h a v i o r - l i n k e d  
l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  a l t h o u g h  I n  the l i t e r a t u r e  t h e  t e r m  
was used t o  r e p r e s e n t  a c o l l e c t i o n  of  measurements on s e v e r a l  v a r i a b l e s  
( e . g . ,  s ee  Browne and Colem blewek i , 1974 and Browne and C o t t o n ,  1 9 7 5 ) .  
With t h i s  i n  mind,  t h e  f o l l o w i n g  h y p o th e se s  a r e  p roposed .  The l e v e l  o f  
conf idence  I n  s u p p o r t  from th e  l i n e - s t a f f  L i t e r a t u r e  f o r  t h e s e  h y p o t h e ­
s e s  i s  low.
a The academic  l i n e - s t a f f  s t r u c t u r e  shapes  p s y c h o l o g i c a l  r e s p o n ­
s e s  on P e r c e p t i o n  o f  Own U n i t  d i f f e r e n t l y  fo r  academic  l i n e  and 
s t a f f  managers .
• Academic l ine  managers have a pos i t ive  Perception q f  Own Unit  
and academic s t a f f  managers have a negative Perception of Own 
Uni t .
•  By hav ing  a p o s i t i v e  P e r c e p t i o n  of Own U ni t ,  academic  l i n e  man­
a g e r s  a r e  advan taged  by the d i f f e r e n c e ,  while by hav ing  a n e g a -
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t i v e  Perception of Own Unit,  academic s t a f f  managers a re  d i sa d ­
vantaged by the d if ference*
• D ifferences  between academic l i n e  and s t a f f  managers on Percep­
t ion  of Own Unit can lead to behaviors  p e r t a in in g  to not per­
forming a c t i v i t i e s  beyond Job requirements  to  achieve e f f e c t i v e  
o rg an isa t io n a l  functioning*
Perception of P re fe r red  Role. The psychologica l  v a r i a b l e  Percep­
t ion  of Preferred Role In Rela t ion  to Current  Role obta ined  a very low 
candidate s t reng th  score ,  was ranked t h i r d  within i t s  v a r i a b l e  type* 
and was ranked e igh th  among va r iab le  ty p e s .  Line managers were reported  
to have a more p o s i t iv e  Percept ion  gf P re fe r r e d  Role In Rela t ion to  Cur­
ren t  Role than s t a f f  managers.  No dominant Impact p a t t e r n  was i d e n t i ­
fied* A dominant behavior p a t t e r n  emerged which in d ica ted  tha t  d i f f e r ­
ences between l ine  and s t a f f  managers on Percept ion  of P refe r red  Role 
were repo t ted  to be a s so c ia te d  with behaviors  p e r t a in in g  to  not perform­
ing a c t i v i t i e s  beyond Job requirements to achieve e f f e c t i v e  o rg an isa ­
t iona l  funct ioning .
The psychologica l v a r i a b l e  Perception of P r e fe r t e d  Role was docu­
mented as  a candidate  v a r i a b l e  in the genera l  management l i t e r a t u r e  only.  
Rased on the r e s u l t s  of t h i s  s tudy,  the fo llowing hypotheses can be gen­
era ted  with a very low lev e l  of confidence in t h e i r  support  from the 
Line—Staff  l i t e r a t u r e .
•  The academic l i n e - s t a f f  s t r u c tu r e  shapes psychologica l  responses 
on Perception of P refe r red  Role in  Relation to Current Role d i f ­
f e re n t ly  for  academic Line and s t a f f  managers.
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•  Academic t i n e  managets have a p o s i t iv e  Perception of Preferred 
Role In  R e la t io n  to Curren t  Role and academic s t a f f  managers 
have a n e g a t iv e  Pe rcep t ion  of Prefe r red  Role In Relation to 
Curren t  Role,
•  D i f f e ren ce s  between academic l i n e  and s t a f f  managers on Percep­
t i o n  of P r e fe r re d  Role In  R e la t io n  to Current  Role can lead to 
behaviors  p e r t a i n in g  to  not performing a c t i v i t i e s  beyond Job 
requiremente  to  achieve e f f e c t i v e  o rgan isa t iona l  functioning.
Job S e c u r i t y . The p o s i t i o n  v a r i a b l e  Job Secur i ty  obtained a very 
low ca n d id a te  s t r e n g t h  sco re ,  was ranked seventh within I t s  variable 
ty p e ,  and was ranked n in th  among v a r i a b l e  types. Line managers were 
rep o r ted  to  have more Job S ec u r i ty  than s t a f f  managers. The group with 
more Job S e c u r i ty  was repor ted  to  be advantaged by the d i f fe rence  and 
the  group w i th  l a a s  waa r ep o r ted  to  he disadvantaged,  A dominant behav­
io r  p a t t e r n  emerged which in d i c a t e d  t h a t  d i f f e ren c e s  between line and 
s t a f f  managers on Job S e c u r i ty  were repo r ted  to  be assoc ia ted  u i th  be­
h a v io r s  p e r t a i n i n g  to  no t  Jo in in g  or no t  s taying in the organizat ion .
The behavior  p a t t e r n  was s u b s t a n t i a t e d  a t  a low level*
The p o s i t i o n  v a r i a b l e  Job S e c u r i ty  was documented as a candidate 
v a r i a b l e  In the  genera l  management l i t e r a t u r e  and as a l i n e - s t a f f  d i s ­
t i n g u i s h i n g  v a r i a b l e  In  one academic middle management document. As 
the  very low cand ida te  s t r e n g th  score  sugges ts ,  there  Is  r e l a t iv e ly  
l i t t l e  support  from the  l i n e - s t a f f  l i t e r a t u r e  fo r  the following hypoth­
e s e s .
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•  The academ ic  l l n s - s t a f f  s t r u c t u r e  s h a p e s  t h e  p e t a l t i o n  v a r i a b l e  
J o b  S e c u r i t y  d i f f e r e n t l y  fo r  academic  l i n e  and a t a f f  m anagers .
a  Academic l i n e  managers  have more Job S e c u r i t y  t h a n  academ ic  
s t a f f  m a n a g e r s .
■ By h a v in g  more Job S e c u r i t y ,  academic l i n e  managers  a r e  advan­
ta g e d  by t h e  d i f f e r e n c e  while  by hav ing  l e s s  Job  S e c u r i t y ,  a c a ­
demic  s t a f f  managers a r e  d i s a d v a n t a g e d  by the  d i f f e r e n c e !
■ D i f f e r e n c e s  between academic  l i n e  and s t a f f  managers  o n  J ob  
S e c u r i t y  can  le a d  t o  b e h a v i o r s  p e r t a i n i n g  to  n o t  J o i n i n g  o r  no t  
s t a y i n g  i n  t h e  i n s t i t u t i o n !
J ob  S a t i s f a c t i o n ! The p s y c h o l o g i c a l  v a r i a b l e  Job S a t i s f a c t i o n  ob­
t a i n e d  a v e r y  low c a n d i d a t e  s t r e n g t h  s c o r e ,  was ranked  s e v e n t h  ( and  
l a s t )  w i t h i n  I t s  v a r i a b l e  t y p e ,  and was ranked  t e n t h  ( a n d  l a s t )  among 
v a r i a b l e  t y p e s .  L ine  managera were r e p o r t e d  t o  have more J o b  S a t i s f a c ­
t i o n  t h a n  s t a f f  m a nage r s ,  and th e  g ro u p  w i t h  more  Job S a t i s f a c t i o n  was 
r e p o r t e d  t o  be advan taged  by t h e  d i f f e r e n c e  w h i l e  t h e  g r o u p  w i t h  l e s s  
was r e p o r t e d  t o  be  d i s a d v a n t a g e d  by t h e  d i f f e r e n c e .  A l th o u g h  d i f f e r ­
e n c e s  be tw ee n  m a nage rs  on J o b  S a t i s f a c t i o n  were r e p o r t e d  t o  be a s s o -  
e l a t e d  w i t h  n e g a t i v e  o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  r a t h e r  t h a n  
p o s i t i v e  o n e s ,  no dominant  b e h a v i o r  p a t t e r n  was i d e n t i f i a b l e  among th e  
t h r e e  t y p e s  o f  n e g a t i v e  b e h a v i o r s !
The p s y c h o l o g i c a l  v a r i a b l e  Job  S a t i s f a c t i o n  was i d e n t i f i e d  once  as 
a c a n d i d a t e  v a r i a b l e  I n  th e  g e n e r a l  management l i t e r a t u r e  and o nce  as a  
l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e  In t h e  academ ic  midd le  management 
l i t e r a t u r e !  L i k e  J o b  S e c u r i t y ,  t h e  v e ry  low c a n d i d a t e  s t r e n g t h  sco re
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s u g g e s t s  t h e r e  i s  r e l a t i v e l y  l i t t l e  s u p p o r t  from th e  l l n a - s t a f f  l i t e r a ­
t u r e  f o r  the  f o l l o w i n g  h y p o t h e s e s ,
•  The academic  l i n e - s t a f f  s t r u c t u r e  s h a p e s  p s y c h o l o g i c a l  r e s p o n s e s  
on Job  S a t i s f a c t i o n  d i f f e r e n t l y  f o r  academic  l i n e  and  s t a f f  man­
a g e r s .
s Academic l i n e  managers have  more J o b  S a t i s f a c t i o n  t h a n  academic 
s t a f f  m a n a g e r s .
a By hav ing  more J ob  S a t i s f a c t i o n , academic  l i n e  m anagers  a r e  ad­
v a n t a g e d  by th e  d i f f e r e n c e ,  w hi le  by h a v in g  l e a s  J o b  S a t i s f a c ­
t i o n ,  academ ic  s t a f f  m anagers  a r e  d i s a d v a n t a g e d  by t h e  d i f f e r ­
ence .
* D i f f e r e n c e s  between academ ic  l i n e  and s t a f f  managers  on J o b  S a t ­
i s f a c t i o n  can l e a d  to  b e h a v i o r s  p e r t a i n i n g  to  n o t  j o i n i n g  or  not  
s t a y i n g  i n  t h e  i n s t i t u t i o n }  no t  m e e t in g  j o b  s t a n d a r d s ;  and n o t  
pe r fo rming  a c t i v i t i e s  beyond Job r e q u i r e m e n t s  t0  a c h i e v e  e f f e c ­
t i v e  o r g a n i z a t i o n a l  f u n c t i o n i n g *
D is c u s s io n
This  d i s c u s s i o n  f o c u s e s  on s e v e r a l  p r a c t i c a l  and t h e o r e t i c a l  i s s u e s  
p e r t i n e n t  to u s i n g  th e  r e s u l t s  of  t h i s  s t u d y  i n  f u t u r e  r e s e a r c h  e f f o r t s .
P r a c t i c a l  I s s u e s * The r e s u l t s  of  t h i s  s t u d y  s u g g e s t  t h a t  the  l i n e -  
s t a f f  s t r u c t u r e  i n  c o l l e g e s  and u n i v e r s i t i e s  s h a p e s  d i f f e r e n c e s  between 
academic  l i n e  and s t a f f  managers  i n  ways which  f a v o r  l i n e  managers  and 
which can lead  t o  b e h a v i o r s  by b o t h  g roups  which  a r e  d i s r u p t i v e  to  e f ­
f e c t i v e  i n s t i t u t i o n a l  f u n c t i o n i n g .  Of c o u r s e ,  t h e  new r e s e a r c h  p ropo­
s i t i o n s  are  based on c o n t e n t  a n a l y s i s  of  s e l e c t e d  docum ents ,  few of
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which pe r ta ined  d i r e c t l y  to  the study of d i f f e r e n c e s  between A c a d e m i c  
l i n e  end s t a f f  managers. Consequently, a t  the  p r a c t i c a l  l e v e l ,  these  
new hypotheses must b e  c o n s i d e r e d  t e n t a t i v e  p ro p o s i t io n s— e x t r a p o la ted  
from the  e x i s t in g  l i t e r a t u r e  and r e q u i r in g  f i e l d  re se a rch  for  confirma­
tion*
The p o s i t io n  v a r ia b le s  appear to  be the  moat l i k e l y  cand ida tes  fo r  
fu tu re  research* followed by the personal  v a r i a b l e s ,  and f i n a l l y ,  the 
psychologica l v a r i a b le s .  There are severaL exceptions  t o  t h i s  broad 
assessment.  F i r s t ,  the personal v a r i a b l e s  Gender and Race and the psy­
cho log ica l  v a r i a b le  Perception of Power seem to  warrant more cons ide ra ­
t io n  than  ia  suggested by t h e i r  low cand ida te  s t r e n g th  s c o r e s ,  Second* 
the  personal  v a r i a b le s  I n t e r e s t  in  Personal  Appearance and I n t e r e s t  in  
Social A c t i v i t i e s  do not appear  to be p e r t i n e n t  to the s tu d y  of the 
l i n e - s t a f f  s t r u c tu r e  In p ro fe s s io n a l  o r g a n i s a t i o n s  such as  co l le g e s  and 
u n i v e r s i t i e s .  Data on these  two v a r i a b l e s  were ob ta ined  from I n d u s t r i a l  
o rgan!cat  lone which possessed c l e a r ly  d e f in e d  blue and white  c o l l a r  man­
agement components, a cond i t ion  which i s  no t  present  i n  i n s t i t u t i o n s  of 
h igher  educat ion .  Third, the po s i t io n  v a r i a b l e  Job S e c u r i ty  obtained a 
very low candidate s t ren g th  score ,  which in d ic a te d  th a t  i t  was not only 
the weakest candidate  among the p o s i t io n  v a r i a b l e s ,  but i t  was a l so  one 
of the weakest candidates  among a l l  of the  v a r i a b l e s .  O v e r a l l ,  however* 
p ro p o s i t io n s  about the p o s i t io n  v a r i a b l e s  a re  those fo r  which most sup­
por t  i s  ava i lab le  in the l i t e r a t u r e .
When developing an approach for  t e s t i n g  the  new r e s e a r c h  p ropos i ­
t ions  In the F ie ld ,  seve ra l  other  i s su e s  should be c o n s id e red .  For ex­
ample, t h i s  study used the concept of tag  v a r i a b le s  to  reduce ambiguity
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Lti t h e  l i t e r a t u r e  and t h e  number o f  v a r i a b l e *  t o  be examined.  R e s u l t *  
ware r e p o r t e d  c u m u l a t i v e l y  f o r  a l l  v a r i a b l e s  a s s o c i a t e d  w i t h  a ta g  v a r i ­
a b l e ,  and t h e  r e s e a r c h  p r o p o s i t i o n s  based  on th e  r e s u l t s  a p p l i e d  to a l l  
o f  t h e  r e l a t e d  v a r i a b l e s .  In  s u b s e q u e n t  t e s t i n g  of p r o p o s i t i o n s  about  
c a n d i d a t e  v a r i a b l e s  w hich  were t a g  v a r i a b l e s ,  I t  may be a p p r o p r i a t e  to 
d i f f e r e n t i a t e  be tween s u c h  c o n c e p t s  a s  a u t h o r i t y  and power o r  among 
such s t a t u s  I n d i c a t o r s  a s  s a l a r y ,  r a n k ,  and b e n e f i t s .
A l s o ,  I t  shou ld  be n o te d  t h a t  t h e  d i f f i c u l t y  of measur ing  what was 
r e p o r t e d  in  t h e  l i t e r a t u r e  was ab o u t  the same f o r  a l l  of t h e  v a r i a b l e s .  
However,  i t  would be much more d i f f i c u l t  t o  t e s t  the  new r e s e a r c h  p r o ­
p o s i t i o n s  f o r  some c a n d i d a t e  v a r i a b l e s  th a n  o t h e r s *  For exam ple ,  d i f ­
f e r e n c e s  between managers  cou ld  be measured  f o r  p e r s o n a l  v a r i a b l e s  more 
e a s i l y  t h a n  th e y  c o u ld  be measured f o r  p o s i t i o n  v a r i a b l e s ,  w i t h  the  ex­
c e p t i o n  of  s t a t u s  i n d i c a t o r s .  On t h e  o t h e r  hand ,  hypo theses  about  im­
p a c t s  and b e h a v i o r s  r e l a t e d  t o  d i f f e r e n c e s  on v a r i a b l e s  would  be more 
d i f f i c u l t  t o  t e s t  t h a n  h y p o t h e s e s  a b o u t  d i f f e r e n c e s .  In s h o r t ,  s e l e c ­
t i o n  of  new h y p o th e s e s  to  t e s t  would depend ,  among o th e r  t h i n g s ,  upon 
b o th  t h e  a p p a r e n t  s t r e n g t h  of  a  v a r i a b l e  a s  c a n d i d a t e  f o r  a d d i t i o n a l  
r e s e a r c h  and t h e  l e v e l  o f  d i f f i c u l t y  a s s o c i a t e d  w i th  measur ing  r e l a t i o n ­
s h i p s  d e s c r i b e d  by t h e  p r o p o s i t i o n s *
A nothe r  i s s u e  which  shou ld  be c o n s i d e r e d  when I n v e s t i g a t i n g  the 
academic l i n e - s t a f f  s t r u c t u r e  i n v o l v e s  t h e  f a c u l t y *  Although  f a c u l t y  
members a r e  no t  u s u a l l y  m a nage r s ,  t h e y  a r e  p a r t  of  the  l i n e  component 
of  an i n s t i t u t i o n  of  h i g h e r  e d u c a t i o n ,  A n se lm 's  (1980) work I n d i c a t e d  
t h a t  w h i l e  academic  l i n e  and s t a f f  managers  and f a c u l t y  t e n d e d  t o  a g r e e  
on t h e i r  p e r c e p t i o n s  of  t h e  Role o f  S t a f f ,  t h e  Source of  S t a f f  Power,
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t h e  S t a t u e  of  S t a f f ,  and the  D i s t r i b u t i o n  of R e s o u r c e s ,  t h e r e  waa b e t t e r  
a g re e m e n t  be tween l i n e  and e t a f f  managers chan between th e  m a n a g e r i a l  
component  a s  a whole and the f a c u l t y  component ■ A n s e l s  a rgued  t h a t  
t h e s e  r e s u l t s  I n d i c a t e d  t h a t  the  r e l a t i o n s h i p  be tween  f a c u l t y  members 
and s t a f f  managers  was poor ly  d e f i n e d  and a p o t e n t i a l  source  o f  c o n f l i c t  * 
I n  an  e a r l i e r  work by Ingraham and King,  th e y  con tended  t h a t  " m isunde r ­
s t a n d i n g  by th e  f a c u l t y  of  the  a d m i n i s t r a t i v e  r o l e ,  e a p e c l a l l y  th e  r o l e  
o f  a  s o - c a l l e d  1 unacademicT a d m i n i s t r a t o r  [ s t a f f  manager] ,  I s  a lmost  
u n i v e r s a l  and c o m p le t e ly  u n j u s t i f i e d "  (1968,  p .  2 6 0 ) .  S i m i l a r  r e p o r t s  
o f  c o n f l i c t i n g  r e l a t i o n s  between f a c u l t y  and academ ic  s t a f f  managers  
a r e  documented e x p l i c i t l y  and I m p l i c i t l y  th ro u g h o u t  t h e  m idd le  manage­
ment l i t e r a t u r e *
T h i s  s tu d y  d id  no t  dea l  d i r e c t l y  w i th  th e  r e l a t i o n s h i p s  between 
academ ic  l i n e  and s t a f f  managers and f a c u l t y  members o r  w i th  t h e  l i n e -  
s t a f f  s t r u c t u r e  and th e  c o l l e g i a l  s t r u c t u r e  as a  w hole .  However,  the 
r e s u l t s  of t h i s  s t u d y —which s u g g e s t  t h a t  academic  s t a f f  managers  may 
be  d i s a d v a n t a g e d  by th e  l l n e - s t a f f  s t r u c t u r e — a l o n g  with  I n f o r m a t i o n  on 
poor  r e l a t i o n s  between s t a f f  managers and f a c u l t y  i n d i c a t e  t h a t  s t a f f  
managers  nay  be doub ly  Jeopard l i e d  by th e  combined i n f l u e n c e s  o f  th e  
L l n e - s t a f f  s t r u c t u r e  and the c o l l e g i a l  s t r u c t u r e *  T h i s  i s s u e  s h o u l d  be 
t a k e n  I n t o  c o n s i d e r a t i o n  in f u t u r e  I n v e s t i g a t i o n s  o f  the  l l n e - s t a f f  
s t r u c t u r e  in  c o l l e g e s  and u n i v e r s i t i e s .
Last among p r a c t i c a l  concerns r e la t in g  to f i e l d  s tud ies  o f  acsdemlc 
l i n e  and s t a f f  managers Is the Issue of c l a s s i f y in g  pos i t ions  a s  Line or 
s t a f f .  The problem of academic po s i t io n  t i t l e s  and s im i la r ,  bu t  not 
i d e n t i c a l ,  Job d esc r ip t io n s  has been documented repeatedly  in  the h ighe r
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e d u c a t i o n  l i t e r a t u r e ,  e . g . ,  Moore and S s g a r l a ,  1981,  and l a  compounded 
when s u b j e c t s  a r e  compared on t h e  baa l a  o f  b e i n g  l i n e  o r  s t a f f  m anagers*  
The l l n e - s t a f f  l i t e r a t u r e  has  u s e d  s e v e r a l  a p p r o a c h e s  t o  c l a s s i f y i n g  
managers  as l i n e  o r  s t a f f .  A l l  o f  t h e  schemes r i s k  I n a p p r o p r i a t e  c l a s s ­
i f i c a t i o n  of  p o s i t i o n s .
One app roach  In v o lv e s  m a tc h in g  m a n a g e r s ’ j o b  t i t l e s  w i t h  s t a n d a r d  
t i t l e s  and j o b  d e s c r i p t i o n s  s u c h  a s  t h o s e  p r o v i d e d  In  t h e  CUPA s p e c i a l  
r e p o r t  e n t i t l e d  Woman and M i n o r i t i e s  In  A d m i n i s t r a t i o n  o f  H ighe r  Educa­
t i o n  I n s t i t u t i o n s  (19B1) .  In  t h i s  ap p ro a c h  a s u b j e c t  l a  c l a s s i f i e d  ex 
p o s t  f a c t o  as l i n e  o r  s t a f f  by com par ing  t h e  s t a n d a r d  t i t l e  and j o b  
d e s c r i p t i o n  w i th  which  a p o s i t i o n  t i t l e  I s  m a tch ed  to  t h e  t r a d i t i o n a l  
d e f i n i t i o n s  of  l i n e  and s t a f f .  Of c o u r s e ,  I f  t h e  s t a n d a r d  J ob  d e s c r i p ­
t i o n  I s  no t  an a c c u r a t e  r e f l e c t i o n  o f  t h e  j o b  p e r fo rm e d  by t h e  m a n ag e r ,  
he  o r  she may be c l a s s i f i e d  a s  l i n e  o r  s t a f f  I n a c c u r a t e l y > A n o th e r  a p ­
p r o a c h  In v o lv e s  compar ing  th e  s e l f - r e p o r t e d  J o b  d e s c r i p t i o n  o f  managers  
t o  t h e  t r a d i t i o n a l  d e f i n i t i o n s  o f  l i n e  and s t a f f .  A ga in ,  I f  t h e  r e p o r t e d  
d e s c r i p t i o n s  a r e  I n a c c u r a t e  o r  I n c o m p l e t e ,  a  m anager  n a y  be c l a s s i f i e d  
w r o n g ly .  A t h i r d  app roac h  I n v o l v e s  c l a s s i f y i n g  a  manager  a e  L ine  o r  
s t a f f  a cc o rd in g  t o  bow he o r  s h e  c l a s s i f i e s  h i m s e l f  o r  h e r s e l f .  As 
V i v i a n  M o a s l t e r  (L979)  p o i n t s  o u t ,  some m a n a g e r s  do  n o t  know w h e t h e r  
t h e y  hold  l i n e  o r  s t a f f  J o b s ,  c o n s e q u e n t l y  t h e y  may c l a s s i f y  t h e m s e l v e s  
i n a c c u r a t e l y .  A n o th e r  a p p ro a c h  u s e s  o r g a n i z a t i o n a l  c h a r t s  t o  c l a s s i f y  
managers  a s  l i n e  o r  s t a f f .  A g a i n ,  I f  t h e  o r g a n i z a t i o n a l  c h a r t  d o e s  n o t  
r e f l e c t  t h e  Job a manager a c t u a l l y  p e r f o r m s ,  he  o r  she  may be c l a s s i ­
f i e d  a s  l i n e  o r  s t a f f  i n c o r r e c t l y .
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T h i s  s t u d y  d e a l t  o n l y  w i t h  what was r e p o r t e d  I n  the  l i t e r a t u r e ,  
and of  co u r s e  I t  was assumed t h a t  managers were I d e n t i f i e d  c o r r e c t l y  
as  l i n e  o r  s t a f f .  However,  t h e  r e s e a r c h e r  a t t e m p t i n g  a f i e l d  compari­
son of  academic  l i n e  and s t a f f  managers on p o s i t i o n ,  p e r s o n a l ,  o r  psy­
c h o l o g i c a l  v a r i a b l e s  f a c e s  some c h a l l e n g i n g  problems In  c o n n e c t io n  w i th  
I d e n t i f y i n g  w hich  managers  h o ld  l i n e  p o s i t i o n s  and which ho ld  s t a f f  
p o s i t i o n s *
T h e o r e t i c a l  I s s u e s . T he re  a r e  s e v e r a l  t h e o r e t i c a l  I s s u e s  which 
can no t  be o v e r - lo o k e d  i n  f u t u r e  s t u d i e s  of  t h e  academic l l n e - s t a f f  
s t r u c t u r e .  F i r s t ,  t h e r e  I s  no c o h e r e n t  t h e o r y  which e x p l a i n s  the  e f ­
f e c t s  of  a s t r u c t u r e  on managers  and t h e i r  o r g a n i s a t i o n s .  There are 
r e l a t e d  n l d d l e - g r o u n d  t h e o r i e s  such  as t h o s e  advanced by Kante r  (1977 
and 1 979) ,  Oldham and Hackman ( 1 9 8 1 ) ,  and d a t a  and Kahn (1966) ;  but 
t h e r e  i s  no s i n g l e  t h e o ry  which d i r e c t l y  l i n k s  the  l l n e - s t a f f  s t r u c t u r e ,  
d i f f e r e n c e s  be tween  m a n ag e r s ,  im pac ts  on m a nage r s ,  and o r g a n i z a t i o n a l l y  
r e l e v a n t  b e h a v i o r s .  In t h i s  r e s e a r c h ,  m id d le -g ro u n d  t h e o r e t i c a l  propo­
s i t i o n s  were used  i n  c o m b in a t i o n  w i th  g e n e r a l  I n f o rm a t io n  from the  l l n e -  
s t a f f  l i t e r a t u r e  t o  d e v e l o p  th e  working p r e m is e s  on which the  s tudy  was 
based* The c o n t e n t  a n a l y s i s  p ro ced u re  r e v e a l e d  t h a t  t h e  working prem­
i s e s  were s u p p o r t e d  by t h e  l i t e r a t u r e  f o r  some v a r i a b l e s ,  i . e . ,  l i n e  
and s t a f f  managers  were r e p o r t e d  t o  d i f f e r  on some v a r i a b l e s ,  and In 
some c a s e s ,  t h e s e  d i f f e r e n c e s  were r e p o r t e d  t o  be l i n k e d  t o  o r g a n i z a ­
t i o n a l l y  r e l e v a n t  b e h a v i o r .  However,  to  a s s e s s  t h e  g e n e r a l  a p p l i c a b i l ­
i t y  of the  p r e m i s e s  and any  r a m i f i c a t i o n s  t h e y  may have f o r  th e o ry  
d e v e lo p m e n t ,  t h e y  must be t e s t e d  th rough  a d d i t i o n a l  f i e l d  r e s a r a c h  in
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b u s i n e s s  and I n d u s t r i a l  o r g a n i s a t i o n s  as v a i l  a s  I n  I n s t i t u t i o n s  of 
h i g h e r  e d u c a t i o n .
Second among t h e o r e t i c a l  I s s u e s  p e r t i n e n t  t o  s tu d y in g  t h e  i n f l u e n c e  
of  t h e  l l n e - s t a f f  s t r u c t u r e  on academic  managers  and t h e i r  I n s t i t u t i o n s  
l a  t h e  co n ce p t  o f  c o n f l i c t .  I n  t h e  p r e s e n t  s t u d y ,  r e s u l t s  r e v e a l e d  t h a t  
d i f f e r e n c e  be tween l i n e  and s t a f f  managers w ere  o f t e n  r e p o r t e d  to Lead 
t o  b e h a v i o r s  w h ich  c r e a t e d  c o n f l i c t  between m a n a g e ra .  C o n f l i c t  was p e r ­
c e i v e d  t o  be an u n h e a l t h y  c o n s e q u e n c e  of t h e  s t r u c t u r e .  In  a  c o n t r a r y
v i e w ,  b i t t e r e r  and  o t h e r s  have a rg u e d  t h a t  " c o n f l i c t  can h a v e  u s e f u l
e f f e c t s  In  o r g a n i s a t i o n s "  ( 1 9 6 6 ,  p .  179) .  I t  was beyond t h e  scope o f  
t h i s  p a p e r  to  a d d r e s s  t h i s  I s s u e  i n  any d e t a i l .  However, c o n f l i c t  b e ­
tween Line and s t a f f  managers  was a key t o p i c  i n  much of t h e  l l n e - s t a f f  
l i t e r a t u r e .  The f a c t  t h a t  t h e  l l n e - s t a f f  s t r u c t u r e  c o n t i n u e s  to  be 
u s e d  w i d e l y  In o r g a n i s a t i o n s  s u g g e s t s  t h a t  t h e  a d v a n t a g e s  o f  t h e  s t r u c ­
t u r e  must  b a l a n c e  o r  ou tw eigh  t h e  d i s a d v a n t a g e s .  Perhaps  c o n f l i c t  b e ­
tween l i n e  and s t a f f  managers  c o n t r i b u t e s  t o  e f f e c t i v e  o r g a n i z a t i o n a l  
f u n c t i o n i n g  In ways which  th e  l l n e - s t a f f  L i t e r a t u r e  has n o t  r e c o g n i z e d .
[n s h o r t ,  a l t h o u g h  t h e  L l n e - s t a f f  l i t e r a t u r e  c e r t a i n l y  I n d i c a t e s  t h a t  
l l n e - s t a f f  c o n f l i c t  I s  d e t r i m e n t a l  to  o r g a n i z a t i o n s ,  t h e  I s s u e  may d e ­
s e r v e  a f r e s h  a s s e s s m e n t  In f u t u r e  r e s e a r c h  e f f o r t s .
F i n a l l y ,  t h e  r e s u l t s  of t h i s  s t u d y  s h o u ld  be  c o n s i d e r e d  b r i e f l y  In  
l i g h t  o f  c o n t i n g e n c y  t h e o r y .  C o n t in g e n c y  t h e o r i s t s  argue  t h a t  o r g a n i z a ­
t i o n a l  s t r u c t u r e s  s u c h  a s  t h e  l l n e - s t a f f  s t r u c t u r e  work w e l l  f o r  some 
o r g a n i z a t i o n s  and t h e i r  members un d e r  soma I n t e r n a l  c o n d i t i o n s  and e x t e r ­
n a l  e n v i r o n m e n t a l  c i r c u m s t a n c e s  and  work p o o r l y  i n  o t h e r  o r g a n i z a t i o n a l  
c o n t e x t s  (Lawrence and b o r s c h ,  1 9 7 6 ) .  C e r t a i n l y  t h e  r e s u l t s  of Anse lm’ s
275
(1980)  s t u d y  I n d i c a t e d  t h a t  the  l l n e - s t a f f  s t r u c t u r e  a s  Implemented a t  
t h e  U n i v e r s i t y  of  Michigan d i d  no t  pose  d i f f e r e n c e s  between academic  
l i n e  and s t a f f  managers which r e s u l t e d  I n  p r o b le m s ,  a l th o u g h  r e l a t i o n s  
be tween  s t a f f  managers and f a c u l t y  members were n o te d  a s  p o t e n t i a l  pro** 
blem a r e a s .  A l s o ,  t h e r e  were n i n e t e e n  v a r i a b l e s  on which l i n e  and 
s t a f f  managers  were compared in  t h e  l l n e - s t a f f  l i t e r a t u r e  f o r  w hich  th e  
r e s u l t s  of  t h i s  s t u d y  i n d i c a t e d  t h a t  no d i f f e r e n c e s  between Line and 
s t a f f  managers  were r e p o r t e d .  F u r t h e r ,  among th e  tw e n ty -o n e  c a n d i d a t e  
v a r i a b l e s  i d e n t i f i e d  In  t h i s  s t u d y ,  no t  a l l  were r e p o r t e d  unan imous ly  
by documents i n  which th e y  ware a d d r e s s e d  t o  be b e h a v i o r - l i n k e d  l l n e -  
s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s .
In summary, a l t h o u g h  t h e r e  may be some p re m is e s  which d e s c r i b e  th e  
g e n e r a l  i n f l u e n c e  of  t h e  l l n e - s t a f f  s t r u c t u r e  on managers  and t h e i r  o r ­
g a n i z a t i o n s ,  s p e c i f i c  I n f l u e n c e s  may v a r y  w i t h i n  and  among o r g a n i z a t i o n a l  
t y p e s  depending  upon th e  un ique  c h a r a c t e r i s t i c s  of t h e  o r g a n i z a t i o n s  
and t h e i r  e n v i ro n m e n ta l  c o n t e x t s .  However,  c o n s i d e r i n g  the  l a c k  of  i n ­
f o r m a t io n  about  the  academic  l l n e - s t a f f  s t r u c t u r e ,  I t  seems p l a u s i b l e  
t o  i n i t i a t e  s tu d y  of  t h e  s t r u c t u r e  by d e v e l o p i n g  and t e s t i n g  s p e c i f i c  
r e s e a r c h  h y p o th a sas  baaed on the  i n f o r m a t i o n  which i s  a v a i l a b l e  I n  th e  
l i t e r a t u r e ,  The new r e s e a r c h  h y p o t h e s e s  p roposed  i n  t h i s  s tu d y  p r o v id e  
a p o i n t  o f  d e p a r t u r e .
Im p l ica t ions
The r e s u l t s  of  t h i s  s t u d y  s u g g e s t  t h a t  t h e  f o l l o w i n g  q u e s t i o n s  a r e  
p e r t i n e n t  t o  f u t u r e  r e s e a r c h  In h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n ,
1,  How does t h e  academic L l n e - s t a f f  s t r u c t u r e  a f f e c t  academic  
managers and t h e i r  I n s t i t u t i o n s ?  Do aca dem ic  Line and s t a f f
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n a n a g e r e  d i f f e r  on c e r t a i n  p o s i t i o n ,  p e r s o n a l ,  e n d  p s y c h o l o g ­
i c a l  v a r i a b l e s  l i t  ways w hich  l e a d  t o  b e h a v i o r s  t h a t  d i s r u p t  
I n s t i t u t i o n a l  f u n c t i o n i n g ?  Does t h e  s t r u c t u r e  p r o d u c e  d i f f e r ­
en c e s  b e t w e e n  managers  s u c h  t h a t  a c a d e n l c  l i n e  m a n a g e r s  t e n d  
t o  be f a v o r e d  w h i le  a c a d e m ic  s t a f f  managers  t e n d  t o  be p u t  a t  
a d i s a d v a n t a g e ?  Are d i f f e r e n c e - r e l a t e d  l i n e - s t a f f  p ro b le m s  i n  
i n s t i t u t i o n s  of  h i g h e r  e d u c a t i o n  e x t e n s i v e  i n  t e r n s  o f  p e r s o n a l  
or  o r g a n i s a t i o n a l  d y s f u n c t i o n s ?
2* Vhat i s  t h e  r e l a t i o n s h i p  between th e  a c a d e n l c  l l n e - s t a f f  s t r u c ­
t u r e  and  t h e  academic  h i e r a r c h i c a l  s t r u c t u r e ?  Are p e r s o n a l  and 
o r g a n i z a t i o n a l  p r o b l e n s  which h a v e  been  a s s o c i a t e d  w i t h  t h e  i n ­
f l u e n c e  o f  t h e  h i e r a r c h i c a l  s t r u c t u r e  a t t r i b u t a b l e  i n  p a r t  o r  
i n  w ho le  t o  t h e  e f f e c t s  of  t h e  l l n e - s t a f f  s t r u c t u r e ?  S p e c i f i c ­
a l l y ,  h a v e  l l n e - s t a f f  r e l a t e d  p rob lem s  o f  academ ic  m i d d l e  man­
a g e r s  b e e n  m i s t a k e n  f o r  h i e r a r c h y - r e l a t e d  p rob lem s?  What a r e  
th e  c o n s e q u e n c e s  of s u c h  an e r r o r  In  t e rm s  of  c o r r e c t i n g  e x i s t ­
ing  p r o b l e m s  and  p r e v e n t i n g  f u t u r e  d y s f u n c t i o n s ?
3* Does t h e  l l n e - s t a f f  s t r u c t u r e  i n f l u e n c e  r e l a t i o n s  b e t w e e n  t h e  
f a c u l t y  and  academic  a d m i n i s t r a t o r s ?  S p e c i f i c a l l y ,  a r e  f a c u l t y  
p e r c e p t i o n s  o f  and r e l a t i o n s  w i t h  aca d em ic  s t a f f  m a n a g e r s  l e s s  
p o s i t i v e  t h a n  t h e i r  p e r c e p t i o n s  o f  and r e l a t i o n s  w i t h  a c a d e m i c  
l i n e  m a n a g e r s ?  Tn s h o r t ,  does  t h e  l l n e - s t a f f  s t r u c t u r e  e x a c e r ­
b a t e  d i v i s i v e n e s s  b e t w e e n  th e  f a c u l t y  a n d  th e  a d m i n i s t r a t i v e  
component  of  a n  I n s t i t u t i o n ,  p a r t i c u l a r l y  be tween f a c u l t y  a n d  
s t a f f  m a n a g e r s ?  Does s u c h  d l v l s i v e n e s s  l e a d  t o  i n t e r a c t i o n s  
and b e h a v i o r s  which im pede  e f f e c t i v e  I n s t i t u t i o n a l  f u n c t i o n i n g ?
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4.  Does t h e  academe l l n e - s t a f f  s t r u c t u r e  I n f l u e n c e  women and 
r a c i a l  m i n o r i t y  l i n e  and s t a f f  managers  i n  t h e  s a n e  way t h a t  
i t  i n f l u e n c e s  w h i t e  male academic  managers? Are p e r s o n a l  and 
o r g a n i z a t i o n a l  consequences  of  s t r u c t u r e ~ r e l a t e d  d i f f e r e n c e s  
between  managers more pronounced f o r  women and m i n o r i t y  aca­
demic managers t h a n  f o r  t h e i r  w h i t e  male c o u n t e r p a r t s ?  By con­
t i n u i n g  to  s e l e c t  p r o p o r t i o n a l l y  more women and r a c l a L  m ino r” 
i t y  p e r s o n s  f o r  academic  s t a f f  management p o s i t i o n s  than  f o r  
l i n e  p o s i t i o n s ,  a r e  c o l l e g e s  and  u n i v e r s i t i e s  u n w i t t i n g l y  a l ­
lowing the  l l n e - s t a f f  s t r u c t u r e  t o  f u n c t i o n  i n d i r e c t l y  a s  a 
v e h i c l e  f o r  s e x u a l  and r a c i a l  d i s c r i m i n a t i o n ?
In  a d d i t i o n  to  s t i m u l a t i n g  new q u e s t i o n s  ab o u t  t h e  academic  l l n e -  
s t a f f  s t r u c t u r e ,  t h i s  s t u d y  a l s o  has i m p l i c a t i o n s  f o r  s t u d e n t s  of h i g h e r  
e d u c a t io n  a d m i n i s t r a t i o n  r e g a r d i n g  th e  u s e  of  c o n t e n t  a n a l y s i s .  Th is  
r e s e a r c h  e f f o r t  dem o n s t r a ted  t h a t  c o n t e n t  a n a l y s i s  was an e x c e l l e n t  
m e th o d o lo g ic a l  t o o l  f o r  a n a l y s i n g  and s y n t h e s i z i n g  l i n e - s t a f f  in fo rm a­
t i o n  In the  h i g h e r  e d u c a t i o n  and g e n e r a l  management l i t e r a t u r e  and ex­
t r a p o l a t i n g  new r e s e a r c h  h y p o th e s e s  from t h e  document s e t s .  I n  r e s e a r c h  
a r e a s  such a s  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n ,  I t  i s  o f t e n  n e c e s s a r y  and 
h ig h l y  p r o d u c t i v e  to  o b t a i n  t h e o r e t i c a l  and p r a c t i c a l  g u id a n c e  f o r  i n ­
v e s t i g a t i o n s  from a v a r i e t y  of  l i t e r a t u r e  s o u r c e s .  As an o b j e c t i v e ,  
s y s t e m a t i c ,  and r e p l i c a b l e  method th ro u g h  which i n f o r m a t i o n  from d i v e r s e  
and sometimes c o n t r a d i c t o r y  documents can  ha s y n t h e s i z e d ,  c o n t e n t  a n a l y ­
s i s  l a  an e f f e c t i v e  r e s e a r c h  p ro ced u re  when used  a s  a s t a n d - a l o n e  d e s i g n ,  
as  was done h e r e ,  or  when used  In  c o n j u n c t i o n  w i th  o t h e r  m e th o d o lo g i c a l  
p ro c e d u re s .  Whether employed t o  t e s t  h y p o t h e s e s  ab o u t  t h e  c o n t e n t  of
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documents*  t o  g e n e r a t e  naff h y p o t h e s e s  from th e  L i t e r a t u r e ,  o r  to  j u s t i f y  
t h e  s e l e c t i o n  o f  p r e d e t e r m i n e d  h y p o t h e s e s  o r  t h e o r e t i c a l  p r e m i s e s t con­
t e n t  a n a l y s i s  i n s u r e s  a  c r i t i c a l  i n - d e p t h  rev iew  and a n a l y s i s  of  a v a i l ­
a b l e  i n f o r m a t i o n .
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(To 
S tep  1
S t e p  2 
S te p  3
S te p  4:
CODIMG INSTRUCTIONS 
be u s e d  I n  c o n j u n c t i o n  w i t h  Coding Forms shown t n  Appendix B) 
Reed t h e  e n t i r e  document*
Record b i b l i o g r a p h i c  and background i n f o r m a t i o n  In t h e  space  
p ro v id e d  on th e  cod ing  form.
A n a ly t e  t h e  document t o  I d e n t i f y  v a r i a b l e s  on which l i n e  and 
s t a f f  managers  a r e  r e p o r t e d  t o  d i f f e r .  Record i n f o r m a t i o n  fo r  
a v a r i a b l e  ( c o n t e n t  u n i t )  on t h e  form p ro v id e d  by e n t e r i n g  the 
a p p r o p r i a t e  code symbol In  t h e  V a r i a b l e s  Column row a d j a c e n t  
t o  t h e  v a r i a b l e .  Code symbols :
**4" ■ l i n e  and s t a f f  compared on th e  v a r i a b l e ,  r e p o r t e d  
to d i f f e r .
■ l i n e  and s t a f f  compared on t h e  v a r i a b l e ,  r e p o r t e d  
n o t  to d i f f e r .
" 0 ” •  l i n e  and s t a f f  no t  compared on th e  v a r i a b l e *
Analyze  t h e  document t o  i d e n t i f y  t h e  d i r e c t i o n  o f  d i f f e r e n c e  
( c o n t e n t  u n i t )  r e p o r t e d  f o r  e a c h  l l n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e .  Record I n f o r m a t i o n  f o r  a v a r i a b l e  on th e  form pro­
v id e d  by e n t e r i n g  th e  a p p r o p r i a t e  code symbols in  t h e  D i f f e r ­
ence  Column row a d j a c e n t  t o  t h e  v a r i a b l e .  Code symbols :
"+" -  "more" or  " p o s i t i v e "
■ " l a s s "  o r  " n e g a t i v e "
D i r e c t i o n  of  d i f f e r e n c e  I s  coded by e n t e r i n g  a p a i r e d  combina­
t i o n  of  symbols ,  where t h e  f i r s t  symbol r e f e r s  t o  l i n e  and the 
second t o  s t a f f .
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Example u s i n g  A u t h o r i t y  as t h e  v a r i a b l e  b e i n g  coded.  A u t h o r i t y  
b a r e  r e f e r s  t o  th e  c a p a c i t y  o f  a  p o s i t i o n  t y p e  to make and en­
f o r c e  o r g a n i s a t i o n a l  d e c i s i o n s .  The t e rm  A u t h o r i t y  l a  used  
h e r e  to  d e n o te  pow er ,  i n f l u e n c e ,  c o n t r o l ,  and  dec i s io n -m a k in g *
I f  th e  document i n d i c a t e s  t h a t  l i n e  m anagers  have more A u tho r ­
i t y  than  s t a f f  m a n a g e r s ,  t h e n :  
l i n e  -  + and s t a f f  -  -  
I f  t h e  document I n d i c a t e s  t h a t  l i n e  h a s  l e e s  A u t h o r i t y  t h a n  
s t a f f  , then ;
Line ■ -  and s t a f f  * +■
N o t e : When c o d in g  d i r e c t i o n  o f  d i f f e r e n c e  on a d i s t i n g u i s h i n g
v a r i a b l e ,  one g ro u p  must be coded  as  h a v in g  "more" o r  b e i n g  
" p o s i t i v e * 1 and th e  o t h e r  a s  h a v i n g  " l e s s "  o r  b e ing  " n e g a t i v e , "  
F o r  example ,  I f  D i s p o s i t i o n  Toward Change l a  I d e n t i f i e d  a s  a 
l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  t h e n  one group must be 
coded  a s  h a v in g  a  " p o s i t i v e "  D l s p o s l t o n  Toward Chagne and t h e  
o t h e r  must be coded a s  hav ing  a " n e g a t i v e ” D i s p o s i t i o n  Toward 
Change.
N o t e ; Although a document may s u g g e s t  t h a t  t h e  d i s t r i b u t i o n  of 
A u t h o r i t y  be tween  Line and s t a f f  m anagers  I s  chan g in g ,  th e  coder  
s h o u ld  code t h e  a u t h o r ' s  p e r c e p t i o n  o f  c u r r e n t  d i s t r i b u t i o n  
r a t h e r  than  p o t e n t i a l  t r e n d s .
S p e c i a l  Cases
Coding  p r o c e d u r e s  a s  d e s c r i b e d  In  S t e p  4 above  work w e l l  f o r  
most  v a r i a b l e s ,  however,  such  v a r i a b l e s  a s  G ander ,  R ace ,  Age,
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M a r i t a l  s t a t u s ,  P e r s o n a l  A p p ea ran ce , and S o c i a l  A c t i v i t i e s  r e ­
q u i r e  s p e c i a l  p ro c e d u re s *  When cod ing  d i f f e r e n c e s  on t h e s e  
v a r i a b l e s ,  t h e  f o l l o w i n g  r u l e s  a p p l y t
0 Gender -  In most  docum ents ,  Gender i s  n o t  a d d re s s e d  and
b o t h  l i n e  and s t a f f  p o s i t i o n s  a r e  assumed to be f i l l e d  by 
males*  I n  t h o s e  a r t i c l e s  where Gender I s  a d d r e s s e d ,  malea 
d o m in a te  bo th  p o s i t i o n  t y p e s .  However,  t h e  w i t h i n  g ro u p s  
r a t i o  of f e m a le s  t o  males  can r e s u l t  In  d i f f e r e n c e s  between 
p o s i t i o n  ty p e s*  C o n s e q u e n t ly ,  Gender I s  codedt  
+F ■ a h i g h e r  p e r c e n t a g e  of fem a les
- F  * a low er  p e r c e n t a g e  of  f e m a le s .
N ote ;  Do no t  code d i f f e r e n c e s  on l i n e - s t a f f  d i s t i n g u i s h i n g  
v a r i a b l e s  r e s u l t i n g  from d i f f e r e n c e s  In  Gender* T h i s  i n f o r ­
m a t io n  w i l l  be h a n d l e d  s e p a r a t e l y ,
a Race -  L ike  G e n d e r ,  In  most documents Race la  no t  a d d r e s s e d ,
and  b o th  l i n e  and e t a f f  p o s i t i o n s  a r e  assumed to  be f i l l e d
by C a u c a s i a n s ,  I n  those  documents where Race I s  a d d r e s s e d ,  
C a u c a s i a n s  dom ina te  b o th  p o s i t i o n  t y p e s ,  however ,  t h e  w i t h ­
in  g roups  r a t i o  o f  r a c i a l  m i n o r i t i e s  to  C aucas ians  can r e ­
s u l t  In  d i f f e r e n c e s  between g ro u p s .  C o n s e q u e n t ly ,  Race l a  
coded ;
+R -  a h i g h e r  p e r c e n t a g e  of  r a c i a l  m i n o r i t y  p e r s o n n e l
-R ■ a Lower p e r c e n t a g e  of  r a c i a l  m i n o r i t y  p e r s o n n e l
Note  t Do n o t  code d i f f e r e n c e s  on v a r i a b l e s  r e s u l t i n g  from 
d i f f e r e n c e s  in  Race ,  Such I n f o r m a t i o n  w i l l  be h a n d l e d  s e p ­
a r a t e l y .
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■ Age -  Age I s  coded as f o l l o w s  I 
"+" -  o l d e r  
■*-" -  younger
•  M a r i t a l  S t a t u e  -  M a r i t a l  S t a t u e  I s  t r e a t e d  In documents as  
th e  d i f f e r e n c e  between the number of  m a r r i e d  l i n e  p e r s o n n e l  
and the  number of  m a r r i e d  s t a f f  p e r s o n n e l  a n d / o r  as  the 
w i t h i n  groups  r a t i o  of  m a r r i e d  females  t o  m arr i ed  males<
In th e  f i r s t  c a s e ,  M a r i t a l  S t a t u s  I s  coded:
"4H‘ -  more m arr i ed  p e r s o n s
■ fewer  m a r r i ed  p a r s o n s
S o t a ; Do n o t  code th e  second c a s e  ( w i t h i n  groups  r a t i o s )  
because  i t  I s  a  f u n c t i o n  of g e n d e r  d i f f e r e n c e s  and w i l l  be 
hand led  s e p a r a t e l y .
•  P e r s o n a l  Appearance -  P e r s o n a l  Appearance  I s  coded as
*4" -  P e r s o n a l  Appearance I s  a p o s i t i v e  concern  or I n ­
t e r e s t  of a  g roup
■ P e r s o n a l  Appearance I s  n o t  a  p o s i t i v e  concern o r  
I n t e r e s t  of a group .
•  S o c i a l  A c t i v i t i e s  -  The v a r i a b l e  S o c i a l  A c t i v i t i e s  Is  ad­
d r e s s e d  I n f r e q u e n t l y  and I s  a  d i f f i c u l t  co n ce p t  to d e f i n e .  
However, fo r  t h e  purpose h e r e ,  t h e  v a r i a b l e  S o c i a l  A c t i v i ­
t i e s  Is  coded:
"+H -  S o c i a l  A c t i v i t i e s  ( i n c l u d i n g  s o c i a l  a c t i v i t i e s .
e d u c a t i o n a l  a t t a i n m e n t ,  f am i ly  background,  f i n a n -
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c l a l  and s o c i a l  s t a t u s ,  e t c , }  I s  a  p o s i t i v e  con­
ce rn  or  I n t e r e s t  of  a g r o u p ,
M- "  “ S o c i a l  A c t i v i t i e s  ( i n c l u d i n g  s o c i a l  a c t i v i t i e s ,
e d u c a t i o n a l  a t t a i n m e n t !  f a m i l y  b a c k g ro u n d ,  f i n a n ­
c i a l  and s o c i a l  s t a t u s ,  e t c * )  i s  n o t  a p o s i t i v e  
conce rn  o r  I n t e r e s t  of  a g ro u p .
Step 5 ,  A na lyse  t h e  document t o  I d e n t i f y  t h e  d i r e c t i o n  o f  impact  ( con ­
t e n t  u n i t )  on l i n e  and s t a f f  managers  of  a d i f f e r e n c e  on a 
v a r i a b l e .  Record i n f o r m a t i o n  f o r  a  v a r i a b l e  on th e  form p r o ­
v i d e d  by e n t e r i n g  t h e  a p p r o p r i a t e  code symbols i n  t h e  Impact  
Column raw a d j a c e n t  t o  the  v a r i a b l e .  Code sym bols :
" V  "  advan taged  
■ d i s a d v a n t a g e d  
"0"  ■ im pac t  no t  s p e c i f i e d  o r  n o t  a d v a n ta g e d  o r  
d i s a d v a n ta g e d  
"X" -  a dvan taged  and d i s a d v a n t a g e d .
D i r e c t i o n  of  Impact I s  coded hy e n t e r i n g  a p a i r e d  c o m b in a t i o n  
o f  symbols ,  where t h e  f i r s t  symbol r e f e r s  t o  l i n e  and th e  s e c ­
ond t o  s t a f f *
Example u s in g  A u t h o r i t y  as t h e  v a r i a b l e  f o r  which Impact  i s  
coded .
I f  the  a r t i c l e  i n d i c a t e s  t h a t  l i n e  i s  advan taged  by th e  
a u t h o r i t y  d i f f e r e n t i a l  and s t a f f  i s  d i s a d v a n t a g e d ,  t h e n  
l i n e  ■ + and s t a f f  ■ -
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I f  t h e  a r t i c l e  I n d i c a t e s  t h a t  l l n a  and s t a f f  a r e  both ad­
v a n t a g e d  n r  b o th  d i s a d v a n t a g e d ,  then  
l i n e  “ + and s t a f f  “ +
o r
l i n e  “ -  and s t a f f  -  -
I f  t h e  a r t i c l e  I n d i c a t e s  t h a t  l i n e  I s  d i sadvan taged  by th e  
a u t h o r i t y  d i f f e r e n t i a l  and e t a f f  I s  advan taged ,  then 
l i n e  -  -  and s t a f f  -  +
t n  t h e  c a s e  where the  a r t i c l e  I n d i c a t e s  t h a t  e i t h e r  l ine  
o r  s t a f f  I s  n e i t h e r  advan taged  or  d i sadvan taged  by the 
a u t h o r i t y  d i f f e r e n t i a l ,  o r  t h e  Impact  i s  not  s p e c i f i e d ,  
th e n
l i n e  ■ Q and s t a f f  -  (co d e )
or
l i n e  ■ (co d e )  and s t a f f  ■ 0
or
l i n e  “ 0 and s t a f f  “ 0
I n  t h e  c a s e  where t h e  a r t i c l e  i n d i c a t e s  t h a t  e i t h e r  l in e  or  
s t a f f  I s  s i m u l t a n e o u s l y  a dvan taged  and d isadvan taged  by th e  
a u t h o r i t y  d i f f e r e n t i a l ,  t h e n
l i n e  « X and s t a f f  * (code)
or
l i n e  -  ( code)  and s t a f f  -  X
o r
l i n e  -  X and s t a f f  -  X
2S6
S p ec ia l  Cases
For the v a r i a b l e s  G ender, Race, and MarLeal S t a t u e ,  documents 
ten d  to  d e s c r i b e  l l n e - s t a f f  Im pacts on fem a le s ,  m in o r i ty  p e r ­
s o n n e l ,  and m a rr ie d  o r  unm arried persona  r a t h e r  th a n  Impacts 
on line  and s t a f f  managera In g e n e r a l .  In th e se  c a s e s  im pac ts  
on l i n e  and s t a f f  sh o u ld  be coded a s  "0 ,0 ' '  f o r  " Im pac ts  not 
s p e c i f i e d . "  P a r t i c u l a r  Impacts on women, m i n o r i t i e s ,  and mar­
r i e d  or unm arr ied  p e rso n s  r e s u l t i n g  from d i f f e r e n c e s  between 
l i n e  and s t a f f  in  th e  number of women, m i n o r i t i e s ,  and m arr ied  
persons  w i l l  be a d d re s s e d  s e p a r a t e l y .
Step 6; A nalyte th e  document to  I d e n t i f y  th o s e  v a r i a b le s  f o r  iriilch
d i f f e r e n c e  on the  v a r i a b l e  I s  r e p o r t e d  to  be a s s o c i a t e d  w ith  
behav io r  ( c o n te n t  u n i t ) .  Record In fo rm a t io n  fo r  a  v a r i a b le  on 
th e  form p ro v id e d  by e n t e r i n g  the  v a r i a b l e ' s  code number (1 -4 0 )  
i n t o  one o f  th e  code bones lo c a te d  under the  major type of be­
h av io r  w ith  which d i f f e r e n c e  on th e  v a r i a b le  I s  a s s o c i a t e d .
I f  d i f f e r e n c e  on a v a r i a b l e  I s  l in k e d  to  more th an  one of th e  
a i x  major ty p e s  of b e h a v io r ,  e n t e r  th e  v a r i a b l e ' s  code number 
i n t o  as many code boxes as  r e q u i r e d .  L i s t  any r e l e v a n t  behav­
i o r  d e s c r ib e d  In  th e  document in  th e  space a d ja c e n t  to  the 
major type o f  b eh av io r  t o  which I t  i s  most c l o s e l y  r e l a t e d .
N o te ; I f  a  document does  no t  d e s c r ib e  behav io rs  a s s o c i a t e d  
w ith  d i f f e r e n c e  on a v a r i a b l e ,  do no t  e a t e r  th e  v a r i a b l e ' s  
code number (1 -4 0 )  i n t o  any of the  coda boxes .
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M ote i I f  a document a s s o c i a t e s  th e  i n h e r e n t  v a lu e  o f  a v a r i ­
a b l e ,  e . g . ,  E d u c a t io n ,  w ith  a  p o s i t i v e  ty p e  o f  b e h a v io r  and 
a s s o c i a t e s  d i f f e r e n c e  betw een l i n e  and s t a f f  on th e  v a r i a b l e  
w ith  a  n e g a t iv e  ty p e  of b e h a v i o r ,  e n t e r  t h e  v a r i a b l e ' s  code 
number In  th e  code boa a d j a c e n t  to  th e  n e g a t i v e  b e h a v io r  only* 
Emphasis l a  on r e c o r d i n g  I n fo rm a t io n  a b o u t  what b e h a v io r s  a r e  
a a a o c la t e d  w i th  d i f f e r e n c e s  between l i n e  and  s t a f f  m anagers  on 
v a r i a b l e s * n o t  b e h a v io r s  a a a o c l a t e d  w i th  th e  I n h e r e n t  v a l u e  of 
a  v a r i a b l e . I f  d i f f e r e n c e  on a v a r i a b l e  l a  a s s o c i a t e d  w i th  a 
p o s i t i v e  ty p e  o f  b e h a v i o r ,  th e n -a n d  o n ly  t h e n - e n t e r  th e  v a r i ­
a b l e ' s  code number I n t o  th e  code box a d j a c e n t  t o  th e  p o s i t i v e  
behav io r*
N o te : I f  a document u se s  th e  t e r n  " c o n f l i c t ” In  c o n n e c t io n
w ith  a l l n e - a t a f f  d i s t i n g u i s h i n g  v a r i a b l e ,  b u t  doas  no t  s p e c i f y  
b e h a v io r s  f u r t h e r ,  and th e  overall t e n o r  o f  th e  document enpha-  
a lg e e  the  n e g a t i v e  c o n seq u en c es  o f  a d i s t i n g u i s h i n g  v a r i a b l e * 
e n t e r  the  v a r i a b l e ' s  code number i n  a  code box a d j a c e n t  to  th e  
b e h a v io r  ty p e  "no a c t i v i t i e s  beyond Jo b  r e q u i r e m e n t s , "
APPEND I Jt B
288
: CODING FORMS
269
F ig u r e  B - l  C ontent A n a ly s t*  Coding F o m e  f o r  Background D ata ,  
V a r ia b l e s  C a te g o ry ,  D i f f e r e n c e  C a te g o ry ,  and Impact 
C a teg o ry
A uthori B u rn s .  Thomas S.
T i t l e :  L ine  and  S t a f f  a t  ITT
S o u rce :  HBA. 1974, 32--37.
S tudy Typet / Q u a l i t a t  ive Quant i t a t  ive
O r g a n iz a t io n  Type:  ^j / B u s . / i n d u s t r y C o l le g e /U n lv .  ___ O th e r
VARIABLES VARIABLES:
+ -  D i f f .
-  -  No D l f f ,  
0 “  Not Com­
p a re d
DIFFERENCE:
+ ■ M ore/
P o s i t I v e  
-  -  L ea* /
Negat tve
IMPACT:
+ ■ Adv.
-  ■ D lsadv ,
0 “ Not S p e c , /  
Not A dv./ 
Not D lsad .  
a “ Adv. and 
D lsadv ,
a POSITION L ine S t a f f L ine S t a f f
1* A u th o r i t y  ( d e c i ­
s io n -m a k in g  , 
pow er,  c o n t r o l ,  
I n f lu e n c e )
+ — + — +
2 , S t a t u s  ( r a n k ,  
■ a l a r y ,  r e w a rd ,  
b e n e f i t  b)
0
3 , A ccep tance  ( c r e d ­
i b i l i t y ,  r e c o g "  
n i t  I o n ,  w o r th ,  
Im p o rtan ce )
0
4 ,  Jo b  s e c u r i t y + - + - +
5 ,  Autonomy + - + - +
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F ig u re  B-l ( c o n tin u e d )
VARIABLES VARIABLES:
+ -  D i f f .
-  -  No D i f f .  
0 “ Not Com­
pared
DIFFERENCE:
+ ■ More/ 
P o s i t i v e  
-  * L e s s /
Negat iv e
IMPACT:
+ -  Adv*
-  ■ D lsa d v ,
0 -  Not S p e c . /  
Not A dv ./  
Not D lssd* 
x “ Adv. and 
D lsa d v .
•  POSITION ( c o n ' t ) Line S t a f f Lina S t a f f
6. R e s p o n s i b i l i t y  
( a c c o u r t ta b 111t y )
0
7. Op#/Advancement 
W i th in  D rg a n lz ,
+ - + - +
Si O p ./A dvancem ent 
A c ro s s  O rgan ize*
0
9 .  C a r e e r  P a th 0
10* O p , /P r o f *  D e v e l . 0
11. O p ./C o o m u n lc a t to n s + - + - +
12. D e f i n i t i o n  o f  
Rule ( t e e k )
0
•  PERSONAL
13, E d u c a t io n 0
14. G ender 0
15. Race 0
16. Age 0
17. M a r i t a l  S t a t u s 0
IB. P e r s o n a l  A ppear . 0
19. S o c i a l  A c t i v i t i e s 0
i
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Figure B -l (co n tin u ed )
VARIABLES VARIABLES:
+ -  D i f f .
-  -  No D i f f .  
0  “ Not Com­
pared
DIFFERENCE:
+ -  More/
P o s i t  iv e  
-  -  L e s s /
N ega tIve
IMPACT:
+ “* Adv.
-  ■ D lsadv .
0 -  Not S p e c . /  
Not A d v ./  
Not D is a d .  
x -  Adv. and 
□ ieadv .
•  PSYCHOLOGICAL Line S t a f f L ine S t a f f
20. Jo b  S a t i s f a c t i o n 0
21* P e rc e p t . /P o w e r 0
22. P e rc e p t . /H e a d s  
S a t i s f a c t i o n
0
23. P e rc e p t* / I n p o r t . 
o f  Needs
0
24. P e r c e p t . / I m p o r t ,  
o f  Inner D ire c te d  
Behavior
0
25. P e r c e p t . / I m p o r t . 
o f  Other D ire c te d  
Behavior
0
26. Percept./O w n Unit 0
27* P e r c e p t . /C u r r e n t  
Role
0
28. P e r c e p t . / P r e f e r r e d  
Hole
0
29. D is p o s i t io n  
Toward Change
0
30. Percep t . / I m p o r t . 
o f Work C ond it ions
0
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F ig u r e  B - l  ( c o n t i n u e d )
VARIABLES VARIABLES:
+ -  D i f f .
-  •* Ho D i f  f  > 
0 * Not Com­
pared
DIFFERENCE:
+ More/
P o s i t i v e  
-  -  Lena/
N egatIve
IMPACTt 
+ -  Adv.
-  ”  D iaadvi 
0 -  Not S p e c . /  
Not Adv./ 
Not D lsad. 
7L -  Adv. and 
D lsadv .
•  PSYCHOLOGICAL L in e S t a f f L ine S t a f f
31. P e r c e p t . /C o n d .  
o f  Work
0
32. P e r c e p t . / i m p o r t ,  
o f  Pay
0
33. S a t i s f a c t i o n  
w i th  Pay
0
34. P e r c e p t . / I m p o r t . 
o f  E f f o r t  Expend.
0
33. P e r c e p t . / J o b
Change In R e la t i o n  
t o  Age I n c r e a s e
0
36. P e r c e p t ■/O rgan lz*  
C h a rse t  e c l a t l e a
0
37. P e r c e p t . / B a s l e  
S t a f f  Power
0
38. P e rcep t ./A m o u n t 
S t a f f  Power
0
39. P e r c e p t . / S t a t u s  
o f  S t a f f
0
40. P e r c e p t . / A l l o c a ­
t i o n  of K eaourcea
0
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F ig u re  B-2 Content: A n a ly s i s  Coding  Forma f o r  B ehav io r  C a te g o ry
TYPES OF BEHAVIORS RELEVANT TO
VARIABLES ORGANIZATIONS FUNCTIONING
•  POSITION J POSITIVE -  ENTER # NEGATIVE -  ENTER #
1. A u th o r i t y  ( d e c i - TTT •  JOININC/STAYING •  NOT JOINING/STAYING
aio n -m ak in g ,
power, c o n t r o l , 'M l  1 TTT 111 1 1 1 1
i n f l u e n c e )
•  R e c ru i tm e n t * Poor R e c ru i tm e n t
2 ,  S t a t u s  ( r a n k , I i e Low A b se n tee ism •  High A b sen tee ism
s a l a r y ,  re w a rd . e Low T u rn o v er •  High T u rn o v er
b e n e f i t  e)
Exam ples: Examples:
3 .  Acce pt an ce  (c r e d - 1 1
i b i l l t y ,  r e c o g ­
n i t i o n ,  w o r th ,
im p o r ta n c e ) •  MEETING JOB e NOT MEETING JOB
STANDARDS STANDARDS
4 .  Job s e c u r i t y M r r r n  " ' I D U l !  1 I f  1
3* Autonomy hi
•  M ee tin g  Quan. e Not K e a t in g  Quan.
6. R e s p o n s i b i l i t y JJ. S ta n d a rd s S ta n d a rd s
( a c c o u n t a b i l i t y ) • H e a t in g  Q u a l . •  Nat M eeting  Q u a l .
S ta n d a rd s s t a n d a r d s7, Op./ Advancement m
W ith in  O rg a n lz . Exam ples: Exam ples:
6 .  Op*/Advancement .L J
A cross  O rg a n iz e .
•  ACTIVITIES BEYOND « NO ACTIVITIES BE­
9 .  C a re e r  P a th n JOB REQS. YOND JOB REQS.
10. Op. /P ro f*  b e v e l . j i TTTT 111 T |1LAI5|7|11 j | |
11. Opt/Ccwmunlcat io n s M e  Co op* r a t  ing a  Not C o o p e ra t in g
•  P e r fo rm in g  P ro ­ •  Not P e rfo rm . Pro­
12. D e f i n i t i o n  of n t e c t i v e  A c tio n s t e c t i v e  A c t io n s
Bole ( t a s k ) e Making C r e a t iv e * Not Making C rea­
Sugge s t  io n s t i v e  S u g g e s t io n s
e PERSONAL e P e r fo rm in g  S e l f - •  Not P e r fo rm in g
T r a i n i n g S e l f - T r a i n i n g
13* E d u ca tio n TT •  C r e a t in g  Favor­ e Not C r e a t in g
a b l e  C l im a te F av o ra b le  C lim a te
14* Gender n
Exam ples: Examples: P o l i t i c k ­
13. Race 11 i n g ,  power p l a y s ,
c o n f r o n ta t  I o n s
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F ig u re  B-2 ( c o n t in u e d )
VARIABLES
TYPES OF BEHAVIORS RELEVANT TO 
ORGANIZATIONAL FUNCTIONING
•  PERSONAL ( c o n ’t ) t POSITIVE -  ENTER # 1 NEGATIVE -  ENTER #
IB. Age n •  JOINING/STAYING i•  NOT JOINING/STAYINO
17. M a r i t a l  S t a t u s l . L T V  _ L 1 1 _ L L T T '! r  1 1 1 1 1
lfl. P e r s o n a l  A ppear . T T * R ecru itm en t a Poor R e c ru i tm e n t
•  Low A bsen teeiam ■ High A bsen tee ism
19. S o c ia l  A c t i v i t i e s 1 1 •  Low T urnover a High T urnover
Esam pleaj Exam ples:
*  PSYCHOLOGICAL
20. Job  S a t i s f a c t i o n I T
•  MEETING JOB •  NOT MEETING JOB
2 1 . P e r c e p t . /P o w e r 1 1 STANDARDS STANDARDS
2 2 . P e r c e p t . /N eeds !" 1 i r  rrr r r i I I I  T T T T T
S a t I s f a c t I o n
a M eeting  Quan. e  Not M eeting  Quan.
23. P e r c e p t . / I m p o r t . l . L S ta n d a rd s S ta n d a rd s
o f  Needs a M eeting  Q ual. •  Not M eeting  Q ual.
S ta n d a rd s S ta n d a rd s
2 4 . P e r c e p t . /Im po r t . I I
o f  I n n e r  D i r e c te d Example*: Examples:
B ehav io r
2 5 . P e r c e p t . / I m p o r t . n
o f  O th e r  D i r e c te d •  ACTIVITIES BEYOND •  NO ACTIVITIES BE­
B eh av io r JOB REQS. YOND JOB REQS.
2 6 . P e rc e p t . /O w n  U nit r i i i i i . i .  i ..........r ...................
2 7 . P e r c e p t . / C u r r e n t n •  C oo p era t in g e Not C o o p e ra t In g
Role •  P e rfo rm in g  P ro ­ •  Not P e r fo rm . P ro ­
t e c t i v e  A c tio n s t e c t i v e  A c tio n s
26. P e r c e p t . / P r e f e r r e d r i •  Making C r e a t iv e •  Not Making C rea­
Role Suggest ions t i v e  S uggest Iona
•  Perfo rm ing  S e l f - •  Not P e r fo rm in g
2 9 . D i s p o s l t i o n 11 T r a in in g S e l f - T r a i n I n g
Toward Change a C ra a t In g  F avo r­ •  Not C r e a t in g
a b l e  C lim ate F a v o ra b le  C lim a te
3 0 . P e rc e  p t . /  Im port  ■ n
o f  Work C o n d i t io n s Examples i Exam ples:
1
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Figure B-2 (co n t in u ed )
 variables
*  PSYCHO* (con'tT
TYPES OP BEHAVIORS RELEVANT TO 
ORGANIZATIONAL FUNCTIONING
POSITIVE -  ENTER T NEGATIVE -  ENTER f
3 1 . Percep t . /C o n d ,  
of Hork
n
32. P e r c e p t . / I m p o r t « 
of Pay
n
33. Sat I s f a c t  ton  
with Pay
n
34. P e r c e p t . /  I m p o r t . 
of E f f o r t  Expend.
n
3 5 . P e r c e p t . / J o b  
Change In R e l a t i o n  
t o  Age I n c r e a s e
n
36 . P e r c e p t«/ O r g a n I z . 
C h a r a c t e r i s t i c s
n
3 7 . Percep t . / B a s i s  
S ta f f  Power
n
3 8 . P e rc e p t* /  Amount 
S ta f f  Power
n
39, P e r c e p t . / S t  a t  us 
of S t a f f
n
40 . Percept • /  A l l o c a - n
JO INING/STAYING
nr n
•  R ecru i tm e n t
•  Low A bsen tee lam  
■ Low T u rn o v er
Exam pleni
•  MEETING JOB 
STANDARDS
I I l l I I I 1 l
* M eeting  Quan. 
S ta n d a rd s
*  M eeting Qual < 
S ta n d a rd s
E xam ples ; _
ACTIVITIES BEYOND 
JOB REQS,
m i n m
•  C o o p e ra t in g
•  P e rfo rm in g  P ro ­
t e c t i v e  A c tio n s
•  Making C r e a t iv e  
Suggest io n s
•  P e r fo rm in g  S e l f -  
T r a in in g
•  C r e a t in g  F av o r­
a b l e  C lim a te
E xam ples ; _____
•  NOT JOINING/STAYING
n  i i i i i i t
•  Poor R e c ru i tm e n t
•  High Absenteeism
•  High T urnover
Examples! __________
i NOT MEETING JOB 
STANDARDS
t t i i i i  r r r
* Not M eeting  Quan. 
S ta n d a rd s
•  Not M eeting Q u a l.  
St an d a rd a
Exam ples:____________
* NO ACTIVITIES BE­
YOND JOB REQS.
rrm
•  Not C o o p e ra t in g
a  Not P erfo rm . P ro ­
t e c t i v e  A c tio n s
•  Not Making C rea­
t i v e  Sugge a t  io n s
•  Not P e r fo rm in g  
S e l f - T r a in I n g
e Not G re a tIn g
F a v o ra b le  C lim ate
Examples: __________
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appendix : c: SUMMARIES OF CODING RESPONSE DATA FOR TESTING 
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T a b le  C -l  ■ Summary o f  C o n te n t  A n a ly s i s  Coding Response* f o r  A ll  
G e n e ra l  Management Doc ament a In c lu d e d  In  T es t ing  
G e n e ra l  H y p o th e s i s  I
A -  L in e  and  S t a f f  
B -  L in e  and  S t a f f  
C -  L ine  and  S t a f f
Compared, R e p o r te d  t o  D i f f e r  (+) 
Compared, R e p o r te d  Not to  D i f f e r  ( - )  
Not Compared (0)
G e n e r a l  Manage­
m ent L i t e r a t u r e ,  
1950-1962* N-12
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f A f BVARIABLES
•  POSITION
A u t h o r i t y A A A A B A c B B c A A 7 3
S t a t u s A C C C C A c c c c C A 1 0
A c c e p ta n c e A A C C B A c c A c A A 6 1
J o b  S e c u r i t y C C c c C C c c c c C C 0 0
Autonomy C C A c 0 C c c c c C C I 1
R e s p o n s i b i l i t y C A c c B c c c c c c C 1 1
O p./A dvancem ent A C c c C A c c c c c C 2 0
W ith in  O rg s .
Op. f Advancement C C c c C c c c c c c C 0 0
A c ro s s  O rg s ,
C a r e e r  P a th C c c c C c c c c c c C 0 0
O p . / P r o f ,  Dev. C c c c C A c c c c c C 1 0
Op»/C om nunica , C c c c C C c c c c c C 0 0
D e f .  Hole C c c c C C c c c c c A 1 0
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T ab le  C—1* ( c o n t in u e d )
A -  L ine  and S t a f f  
B -  L ine  and S t a f f  
C * L ine  and S t a f f
Compared, R ep o r ted  to  D i f f e r  (+ ) 
Compared, R ep o r ted  Not t o  D i f f e r  ( —) 
Not Compared ( 0 )
G e n e ra l  Manage-1 
ment L i t e r a t u r e !  
1950-1962- N-12
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•  PERSONAL
E d u c a t io n A c c C C A c C c c c A 3 0
G ender C c c c C C c c c c c c 0 0
Race C c c c C C c c c c c c 0 0
Age A c G c c A c c c c c G 2 0
M a r i t a l  S t a t u e C c C c c C c c c c c c 0 0
A ppearance A c C c c A G c c c c c 2 0
S o c i a l  Act t v . A c C c c A C c c c c c 2 0
•  PSYCHOLOGICAL
J o b  S a t l s f a c * C c C c c C C c c c c c 0 0
P e rc e p t* /P o w e r C c C c c C c c c c c c 0 0
P e r c e p t , / I m p t .  
o f  Heeda
c c c c c c c c c c c c 0 0
P e r c e p t , / I m p t . 
o f  I n n e r  D i r ,  
B e h a v io r
c c c c G c G c G c c c 0 0
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T ab le  C - l * ( c o n t in u e d )
A ” Line and S t a f f  
B -  Line and S t a f f  
C ■ Line and S t a f f
Compared, R eported  t o  D i f f e r  (+ ) 
Compared, R eported  Hot to  D i f f e r  ( —) 
Hot Compared (0 )
G enera l Manage­
ment L i t e r a t u r e ,  
1950-19&2! N-12
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•  PSYCHO* (con)
P e rc e p t . /E m p t  
of O th e r  D ir ,  
B ehav io r
c c c C C C C C c C c C 0 0
p e rce p t , /O w n  
U nit
c c c c C C C C c C c c a 0
P e r c e p t io n  
C u r re n t  Role
c c c c C c c c c c c c 0 0
P e r c e p t io n  
P r e f e r r e d  Role
c c c c C c c c c c c c 0 0
D is p o s i t i o n  
Toward Change
c A c c C A c c A c c c 3 0
P e r c e p t , / l m p t ,  
of Work Cond,
c c c c c c B c c c c c 0 I
P e r c e p t , /Cnnd, 
o f  Work
c c c c c c C c c A c c i 0
P e r c e p t , / I n p t .  
o f  Pay
c c c c c c C c c c c c 0 0
S a t i s f a c t i o n  
w ith  Pay
c c c c c c C c c c c c 0 0
300
Table c-1 . (continued)
A “ Line and S ta f f  
B -  Line and S ta f f  
C ■ Line and S ta f f
Compared, R ep o r ted  to  D i f f e r  (+) 
Compared, R ep o r ted  Not to  D i f f e r  ( - )  
Not Coopered (0)
G e n e ra l  Manage-* 
o a n t  L i t e r a t u r e ,  
1950-1962; N*12
Om03
,i™"LmmChiH-iW
■J
sOm
■•w-
J  «S j
toOl
•v
oom
CTiLT|*
/■“Xo
0s. o<*>&•p.'--'
H--So
$
■w
P4
qu
E3
t
SOcr. £
N vT> C. ■ 1
VARIABLES
g a
3
%h
6 l
| s @w ^ H(A
I
u M
3rt
1 f A
•  PSYCHO, (con )
P e r c e p t . / I m p t . 
o f  E f f o r t  
E x p e n d i tu re
c c C c C C c c c c c c 0 0
P e r c e p t . / J o b  
Change In  Re­
l a t i o n  t o  Age 
I n c r e a s e
c c C c C c c c c c c c 0 0
P e r c e p t . / O r g .  
C h a r a c t e r i s t i c s
c c c c c c c c c c c c 0 0
P e r c e p t . / B a s t e  
o f  S t a f f  Power
c c c c c c c c c c c c 0 0
P e r c e p t . / A n t . 
S t a f f  power
c c c c c c c c c c c c 0 0
P e r c e p t i o n  
S t a t u s  o f  S t a f f
c c c c c c c c c c c c 0 0
P e r c e p t i o n  
A l l o c a t i o n  
of R eso u rces
c c c c c c c c c c c c 0 0
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T ab le  C - l ■ ( c o n t i n u e d  f o r  1963-1973)
A ** L ine  and S t a f f  
B -  L ine  and S t a f f  
C “ L ine  and S t a f f
Compared, Pound 
Compared, Found 
Not Compared
t o  D i f f e r  (+) 
Not to  D i f f e r
(0)
G en e ra l  Manage­
ment L i t e r a t u r e r 
1963-1973: N - l l
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*  POSITION
A u th o r i t y c A C A A A A A A A A 9 0
S ta tu e c C c A A C C C A c C 3 0
A ccep tance c C c A A c A C A c C 4 0
Job S e c u r i t y c C c C C c C € C c c 0 0
Autonomy c C c A C c C C C c c 1 0
R e s p o n s i b i l i t y c A c C C c A C c c c 2 0
Op. / Advancement 
W ith in  O rgs .
c C c A A c C C c A c 3 0
Op-/Advancement 
A cross  Orga.
c C c C C c C C c c c 0 0
C a re e r  P a th c C c C C c c C c c c 0 0
O p . / P r o f i  Dev. c C c c c c G C c c c 0 0
Op. /Communica, c C c c c c C C c A A 2 0
D ef. Role c C c c c c C 0 c C A 1 0
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Table C - l .  ( c o n t in u e d  f o r  1963-1973}
A ■ L ine  and S t a f f  Compared, Found 
B -  Line and S t a f f  Compared, Found 
C “  L ine  and  S t a f f  Not Compared
to  D i f f e r  {+) 
Not t o  D i f f e r  ( - )  
(0 )
G e n e ra l  Manage­
ment L i t e r a t u r e ,  
1963-1973: N - l l
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VARIABLES
•  PERSONAL
E dncat in n c c C B c c A B C A c 2 2
Gender c c c c C c C A C C c 1 0
Race c c c A c c C C C C c 1 0
Age c B c A c c C B C A c 2 2
M a r i t a l  S t a t u s c c c C c c C C c C c 0 0
A ppearance c c c C c c C C c C c 0 0
S o c i a l  A c t lv . c c c B c c c C c A c 1 1
•  PSYCHOLOGICAL
J o b  S a t i a f a c * c c c C A c c c c C c 1 0
P e rc e p t  . /P o w e r c c c C c c c c c C c 0 0
P e r c e p t . / N e e d s c A c C c c c c c c c 1 0
S a t I s f a c t I o n
P e r c e p t . / I m p t . c B c C c c c c c C c 0 1
o f  Needa
P e r c e p t . / I m p t . c C A C c c c c c c c 1 0
o f  In n e r  D ir .
B e h a v io r
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T a b le  C - l .  ( c o n t i n u e d  f o r  1963 -1973)
A m L ine and S t a f f  
B -  Line and S t a f f  
€  -  Line and S t a f f
Compared, Found 
Compared, Found 
Mot Compared
t o  D i f f e r  (+) 
Not t o  D i f f e r  ( - )
( 0 )
G en era l  Manage­
ment L i t e r a t u r e t 
1963-1973; N - t l
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•  PSYCHO. (con)
P e r c e p t . / i m p t  
of O th e r  D ir* 
B ehav io r
c C A c c c C c C c c 1 0
P e r c e p t . /Own 
U nit
c c C c c c c c c c c 0 0
P e rc e p t io n .  
C u r r e n t  Role
c c C c c B c c c c c 0 L
P e r c e p t i o n  
P r e f e r r e d  Role
c c C c c A c c c c c 1 0
D i s p o s i t i o n  
Toward Change
c c C c A C c c c A A 3 0
P e r c e p t . / I m p t .  
o f  Work Cond,
c c C c c c c c c c C 0 0
P e r c e p t . /C o n d ,  
of Work
c c C c c c c c c c C 0 0
P e r c e p t . / I m p t .  
of Pay
B c C c c c c c c c C 0 1
S a t i s f a c t i o n  
w ith  Pay
B c C c c c c c c c C 0 1
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T ab le  C—1 + ( c o n t in u e d  f o r  1963-1973)
A ■ L ine  and S t a f f  
B -  L ine  and S t a f f  
C ■ L ine  and S t a f f
Compared, Found 
Compared, Found 
Not Compared
to  D i f f e r  (+) 
Not to  D i f f e r  ( - )  
(0 )
G en e ra l  Manage­
ment L i t e r a t u r e ,  
1963-1973: N - l l
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• PSYCHO, (co n )
P e r c e p t , / I m p t , 
o f  E f f o r t  
E x p e n d i tu re
c C c c C c C A C C c 1 0
P e r c e p t , / J o b  
Change In  Re­
l a t i o n  t o  Age 
I n c r e a s e
c C c c c G C C c c c 0 0
P e r c e p t , / O r g ,  
G harac te  r l a t L e a
c c c c c C C C c c c 0 0
P e r c e p t , / B a a i a  
o f  S t a f f  Power
c c c c c c C C c c c 0 0
P e r c e p t,/Amt■ 
S t a f f  Power
c c c c c c C C c c c 0 0
P e r c e p t io n  
S t a t u s  of S t a f f
c c c G c c C c c G c 0 0
P e r c e p t io n  
A l lo c a t io n  
o f  R eso u rces
c c c C c c C c c C c 0 0
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T a b le  C - l . ( c o n t i n u e d  f o r  1974-19B4)
A -  L ine  and S t a f f  
B -  L ine  and S t a f f  
C “ L ine  and  S t a f f
Compared, Found 
Compared, Found 
Not Compared
to  D i f f e r  
Not t o  D i f f e r
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G e n e ra l  Manage-  
n e n t  L i t e r a t u r e ,  
1974-1984: N-15
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•  POSITION
A u t h o r i t y c A A A A A A A A A A A C A A 13 0 29 3
S t a t u s c C A A c C C A C C C A C C C 4 0 10 0
A ccep tan ce c C A A A A A C A A A A A A A 12 0 22 1
J o b  S e c u r i t y c A C C C A C C A C C A C A A 6 0 6 0
Autonomy c A C C c c C c A C A C C A A 5 0 7 1
R e s p o n s i b i l i t y c C c c A A c A C C A A c A C 6 0 9 L
Op»f Advancement c A c c A C A A A C C A c A C 7 0 12 0
W ith in  Orge*
Op■/Advancement c C c c C c c C C C C C c C C 0 0 0 0
A cro ss  O rge .
C a re e r  P a th c C c c C c c C C C c C c C C 0 0 0 0
0 p * /P ro f«  Devel* c C c c c c c C C C c c c c C 0 0 L 0
Op. / Common1c a t  io n s c A c c B A A C A A c cc c C 5 1 7 1
D e f i n i t i o n / R o l e c C A c C C C C C C A ccc c 2 0 4 0
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T ab le  C - l . ( c o n t in u e d  f o r  1974-1984)
A “  L ine  and 
B -  Line and 
C ■ L ine  and
S t a f f  Compared, Found 
S t a f f  Compared, Found 
S t a f f  Hot Compared
t o  D i f f e r  
Not t o  D i f f e r
(+)
( - )
(0 )
G en e ra l  Manage­
ment L i t e r a t u r e ,  
1974-19fl4t N-15
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* PERSONAL
E d u c a t io n B c C c A c A C C A c A c c c 4 1 9 3
Gender C c C ccc cc G C c G c c c 0 0 1 0
Race C c C ccc c G C C c C c c c 0 0 1 0
Age B c C ccc A c C A c G c cc 2 1 6 3
M a r i t a l  S t a t u s C c C c c cc c C cc C c c c 0 0 0 0
A ppearance C c cc c c A C C C cc G c c 1 0 3 0
S o c ia l  A c t i v i t i e s C cc c c G A G C A G c C c c 2 0 5 1
•  PSYCHOLOGICAL
Jo b  S a t i s f a c t i o n C c c c c c C C C C A c C A c 2 0 3 0
P e rc e p t  ton /Pow er C ccccc c G G G C G G c c a 0 0 0
P e rc e p t* /N e e d s  S at * C ccccc c C C C c C C c c 0 0 1 0
P e r c e p t . / Im portance  
of Needs
C cccc c c C C C C C C cc 0 0 0 1
P e r c e p t . / Im portance  
of In n e r  D ire c te d  
B ehav io r
C c cccc c C C C G c C c c 0 D i 0
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T ab le  C - l • ( c o n t in u e d  f o r  197^-1984)
----------------------------------------------------------------------------------------------------------------- rA "* L ine  and S t a f f  Compared, Found t o  D i f f e r  (+)
8 -  L ine  and S t a f f  Compared, Found Not t o  D i f f e r  ( - )
C -  L in e  and S t a f f  Not Compared ( 0 )
G enera l Manage­
ment L i t e r a t u r e ,  
1974-1964: N-15
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•  PSYCHO, ( c o n ' t )
■ *
Pa r c e p t , / im p o r ta n c e  
o f  O ther D i r e c te d  
B ehav io r
c c cc c c C C c C ccc C c 0 0 I 0
P ercep tion /O w n  U nit A c c A cc C cc C cc c c c 2 0 2 0
P e r c e p t io n /C u r r e n t
Role
C cc C c c C c c C c c cc c 0 0 0 1
P e rc e p t io n  P r e -  
! f a t t e d  Role
c c c cc cccc C ccc c c 0 0 L 0
D i s p o s i t i o n  Toward 
Change
cc cc C c cc c C c c A c c 1 0 7 0
P e r c e p t . / Im portance  
of Work C o n d i t io n
c cc c c c c cc C c c c c c 0 0 0 I
P e r c e p t , /C o n d i t io n  
a t  Wort
c cc cc cccc C cc cc c 0 0 1 0
P e r c e p t . / I m p o r t a n c e  
o f  Pay
cc cc cc ccc C c cc c c 0 0 0 1
S a t i s f a c t i o n  w ith  
Pay
c c c c c c c ccC c c c c c 0 0 0 L
P e r c e p t ■/ Im p o r ta n c e  
o f  E f f o r t  Expend,
c cc cc cc c cC cc c c c a o I 0
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T a b le  c - l i  ( c o n t in u e d  Cor 1974-1984)
A -  Line and 
B -  Line and 
C ■ Line and
S ta f f
S t a f f
S t a f f
Compared t Pound 
Compared, Found 
Hot Compared
t o  D i f f e r  
Not to  D i f f e r
<+>
( - )
(0 )
G en e ra l  Manage­
ment L i t e r a t u r e *
1974-1984: N-15
r-'■w"
s
§
c?r-
H
\T\r-as
kH
£
mr*.
eo
vD
4
o
(v.w
rHnjjJV
a
a
pm
go1"-O’lpdSw*
goh-
W
E5
c*
Sf*
*3uo
enffif—■f-Joo
w
y“-<N□0O'.
V
(S00oiH
00ati—1
U
VARIABLES 1
to
£ron
M u
i
cri
COao 1 1
13
55
yj
eAEA
i
S
1 i l
3-
w£ fA f B e£a
■ PSYCHO* ( c o n ' t )
P e r c e p t . / J o b  Change 
In  R e l a t i o n  to  Age 
I n c r e a s e
c C C cccc C c C c c c c c 0 0 0 0
P e rc e p t  . /O rg a n ic  * 
C h a r a c t e r i s t i c s
c C c ccc c c c C c c ccc 0 0 0 0
P e r c e p t . / B a s i s  
o f  S t a f f  Power
c C c c c c ccc C c c ccc 0 0 0 0
P e r c e p t . / Amount 
S t a f f  Power
c C c c c c ccc C c c ccc 0 0 0 0
P e r c e p t . / S t a t u s  
o f  S t a f f
cc c cccc cc C c c cc c 0 0 0 0
P e r c e p t . / A l l o c a ­
t i o n  of R esources
cc c cccc cc C c c ccc 0 0 a 0
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T ab le  C -2 ,  S u n u r y  o f  C o n te n t  A n a ly t ic  Coding Responses f o r  AIL 
G e n e ra l  Management Documenta Inc luded  in  Tea t i n g  
G e n e ra l  H y p o th e s i s  I I
A 4 L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le  Linked to B ehav io r  
B -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le  Not Linked t o  B ehav io r  
C -  Not I d e n t i f i e d  a s  a  L l n e - S t a f f  D is t in g u i s h in g  V a r i a b l e
G en e ra l  Manage­
ment L i t e r a t u r e ,  
1950-19621 N-9
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LINE-STAJT
DISTINGUISHING
VARIABLES
a POSITION
A u t h o r i t y A A B B A c C A A 5 2
S t a t u s A C C C A c C C A 3 0
A ccep tan ce A A C c A a c A A 5 1
J o b  S e c u r i t y C C C c C c c C C 0 0
Autonomy C C B c C c c C C 0 1
R e s p o n s i b i l i t y C A C c C c c c c 1 0
Op p/ Advancement A C C c A c c c c 2 0
W ith in  OrgB.
O p . / P r o f .  Dev. C C C c A c c c c 1 0
O p./C onanunlcs . C c C c C c c c c 0 0
D ef,  Role c c C c C c c c A I 0
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Tab l a  C—2* ( c o n t i n u e d  f o r  195Q—19B2)
A “ L lne-Staff D istinguishing Variable Linked to Behavior 
B -  L lne-Staff D istinguishing Variable Not Linked to  Behavior 
C “ Not Identified  aa a L lne-Staff D istinguish ing Variable
General Manage- 
nent L iterature, 
1950- 1962: N-9
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LINE-STAFF 
DISTINGUISHING 
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• PERSONAL
Education A c c c A C C C A 3 0
Gender C c c c C C C C C 0 0
Race C c c c c C C c C 0 0
Age A c c c A C C c C 2 0
Appearance A c c c A C C c C 2 0
Social Activ. A c c c A C C c C 2 0
s PSYCHOLOGICAL
Job Satlafac. C c c c C C C c C 0 0
Percept*/Needs 
S atisfaction
C c c c C C C c C 0 0
Percept*/lnpt. 
of Inner Dir* 
Behavior
c c c c C C C c c 0 0
Percept. / Impt 
of Other Dir* 
Behavior
c c c c C c C c c 0 0
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T able  C -2 . (c o n t in u e d  fo r  1950-1962)
A -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e  L inked to  B ehav ior 
B -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e  Hot L inked  to  B ehav io r  
C -  Hot I d e n t i f i e d  aa  a L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le
G en e ra l  Manage­
ment L i t e r a t u r e ,  
1950-1962t N-9
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m PSYCHO, ( c o n 1t )
P e rc e p t  ./Own U nit C C c C c c C C c 0 0
P e r c e p t . / P r e ­
f e r r e d  Role
c c c C C c C C c 0 0
D i s p o s i t i o n  
Toward Change
c A c C A A c C c 3 0
P e r c e p t . /C o n d ,  
a t  Work
c C c C C C a C c 0 1
P e r c e p t . / I m p t , 
E f f o r t  Expend.
c c c C C C c C c 0 0
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T ab le  C -2 .  ( c o n t i n u e d  f o r  1963-1973)
A -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e  L in k ed  to  B ehav io r  
B -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e  Dot L inked to  B ehav io r  
C ■ Not I d e n t i f i e d  as a L l n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e
G enera l Manage- 
n e n t  L i t e r a t u r e ,  
1963-1973: N-10
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a POSITION
A u th o r i ty a C A a B A B A A A 5 4
S ta tu s c C A B c C G A C C 2 L
A ccep tance c 0 A B c A C A C C 3 1
J o b  S e c u r i t y c c C C c C C C C c 0 0
Autonomy c c A C C G C C C c I 0
R e s p o n s i b i l i t y B c C C C A C c C G 1 1
Op. /Advancement 
W ith in  O rg s .
c c A A c C C c B C 2 1
Q p . / P t o f .  Dev. c c C C c C C c c C 0 0
Op, /  Commm l e a . c c C C c c G c A A 2 0
D ef.  Role c c c C c c C c C A 1 0
a PERSONAL
E d u ca tio n c c c C c B C c A C 1 I
Gender c c c C c C B c C C 0 I
Race c c B C c C C c C c 0 1
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T ab le  C -2 .  ( c o n t in u e d  fo r  1963-1973)
A -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le  L inked t o  B ehav io r  
B -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le  Not Linked t o  B eh av io r  
C ” Not I d e n t i f i e d  aa  a L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e
CeneraL Manage­
ment L i t e r a t u r e ,  
1963-1973: N-10
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f A
e PERSONAL ( c o n . )
Age c c B c c c C C B c 0 2
A ppearance c c C c c c C C C c 0 0
S o c ia l  A c t tv . c c C c c c c C B c 0 1
•  PSYCHOLOGICAL
Jo b  S a t l a f a r . c c C A c c c C C c 1 0
P e rc e p t . /N e e d *  
S a t i s f a c t i o n
B c C C c c c C C c 0 1
P e r c e p t , / I m p t  * 
o f  I n n e r  D i r ,  
B ehav io r
C B C C c c c C C c 0 1
P e r c e p t , / l a p t  
o f  O th e r  D i r .  
B eh av io r
C a C c c c c C C c 0 1
P erc e p t . /O w n  U n it C c C c c c c C C c 0 0
P e r c e p t . / P r e ­
f e r r e d  Role
c c
___
C c A c c c C c I 0
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T ab le  C -2 .  { c o n t in u e d  f o r  1963-1973)
A ■ L ln e - S ta f f  D i s t i n g u i s h i n g  V a r i a b l e  L inked to  B ehavior 
B « L ln e - S ta f f  D i s t i n g u i s h i n g  V a r i a b l e  Not L inked to  Behavior 
C * Not I d e n t i f i e d  as a  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le
G enera l Manage­
ment L i t e r a t u r e , 
1963-1973: N-10 O'.
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* PSYCHO < Ccon . )
D i s p o s i t i o n  
Toward Change
C C c B c C c c A A 2 1
P e rc e p t . /C o n d ,  
a t  Work
c C c C c C c C C C 0 0
P e r c e p t . / I m p t .  
E f f o r t  Expend.
c C c C c C s C C C 0 L
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Table C -2 .  ( c o n t in u e d  f o r  1974-1984)
A "  L l n e - S t a f f  D i s t i n g u i s h i n g V a r i a b l e  L inked t o  B ehav io r
B -  L i n e - S ta f f  D i s t i n g u i s h i n g V a r ia b le  Not L inked to  B ehav io r
C -  Not I d e n t i f i e d  a s a L i n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e
G enera l Manage­ r*.
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LINB-STAPP U) H u U1 T UJ & SS M Ss pi *
DISTINGUISHING
VARIABLES l If
U
3 I a du. I VI
V)
2 I | 1USB fA f B EfA e£b
■ POSITION
A u th o r i ty c A A A A A A A B A B A C A A 11 1 21 7
S ta tu s c c A A C C C A C C C A € C C 4 0 9 1
A cceptance c c A A A A A C A A B A A B A 10 2 18 4
Job  S e c u r i t y c A C C C A C C B C C B C B A 3 1 3 3
Autonomy c A C c C C c C C C 9 C C A A 3 1 4 2
R e s p o n s i b i l i t y c c c c A B c A C c B A C A C 4 2 6 3
Op./Advancement c A c c B C A A B c C A C A C 5 L 9 2
W ithin  O rgs,
O p . /P r o f .  Devel, c C c c C C c C C cC C C C c 0 0 L 0
Op./ Commonicat tons c A c c C A A C A A C C C C c 5 0 7 0
D e f in i t io n /R o le c C A c C C C c C C A C C c c 2 0 4 Q
a  PERSONAL
E duca tion c C C c A C A c C A C A C c c 4 0 8 1
Gender c c C c C c C c C C C C C cc 0 0 0 1
Race cc C c C c C c C C c C C cc 0 0 0 1
Age cc C ccc A c C A c c C c c 2 0 4 2
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T ab ic  C-Z. ( c o n t in u e d  fo r  1974-1984)
A -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e  L inked to  Behavior 
B -  L l n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e  Hot L inked to  Behavior 
C -  Hot I d e n t i f i e d  a s  a L l n e - S t a f f  D is t in g u i s h in g  V ariab le
G en e ra l  Manage­
ment L i t e r a t u r e ,  
1974-1984: N-15
LINE-STAFF
DISTINGUISHING
VARIABLES
c/i
tn
o>
u
Vi
a
V i Ef.
PERSONAL (c o n * )
A ppearance  
S o c i a l  A c t i v i t i e s
0
0
0
1
PSYCHOLOGICAL
Jo b  S a t i a f a c a t l o n
P e r c e p t . /H e e d a  Sat*
P e r c e p t . /  I r tpor ta n ce  
o f  I n n e r  D ir e c te d  
B eh av io r
P e r c e p t . / I m p o r t a n c e  
of O th e r  D i r e c t e d  
B eh av io r
Perception/Own Unit
P e r c e p t i o n  P re ­
f e r r e d  Role
D i s p o s i t i o n  Toward 
Change
P e r c e p t . /C o n d i t Io n  
a t  Work
P e r c e p t . / I m p o r t a n c e  
of E f f o r t  Expend.
2
0
0
0
0
0
0
0
317
APPENDIK D SUMMARIES OF CODING RESPONSE DATA FOR TESTING 
GENERAL HYPOTHESES I I I  AND IV
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Table D - l ,  Summary o f  C o n ten t  A n a ly s is  Coding R esponses  f a r  AIL 
H igher E d u c a t io n  Documents In c lu d e d  In  T e s t in g  
G en e ra l  H y p o th e s is  I I I
A "  Academic L ine 
to  D i f f e r  
B -  Academic Line 
Not t o  D i f f e r  
C -  Academic L ine
and
and
and
S t a f f  Compared, R eported
(+)
S t a f f  Compared, R eported
C-)
S t a f f  Not Compared (0 )
■ o CN I
H ig h e r  E d u c a t io n Q♦ lAffi o00 J V .
COo>
L i t e r a t u r e e N*6 -w iji IU14» CD '■w1
Wt-l w 1 n
VARIABLES
3
1-1> 1
g
cn Is5a 5 S S §5 A B
s  POSITION
A u th o r i t y A c A c A C 3 0
S t a t u s / S a l a r y c c A c C A 2 0
A ccep tance c c A c C C 1 0
Job S e c u r i t y c c C c C A 1 0
Autonomy c c C c A C 1 t>
R e s p o n s i b i l i t y c c c c C C 0 0
Op*/Advancement c c c A C C 1 0
W ith in  O rga.
Op>/Advancement c c c A C C 1 0
A cross  O rgs.
C a re e r  P a th c c c C C A I 0
O p , / P r o f ,  D eve lop , c c c c C C 0 0
O p./C om m unications c c c c C C 0 0
D ef, R o le ,  Task c c c c A C I 0
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Table D - l * ( c o n t in u e d )
A ■ Academic Line 
to  D i f f e r  
B -  Academic Line 
Not to  D i f f e r  
C -  Academic Line
and
and
and
S ta f f  Compared, R eported
(+)
S t a f f  Compared, R eported
( - )
S t a f f  Not Compared (0 )
H igher E ducation  
L i t e r a t u r e i  NHi
■
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oDPffs
rt
oeo
ON LttS
r*ic
■—1CO
*J> H
(N
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variables
§
w
§
I I b *i-t H
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•  PERSONAL
E duca tion c c C c c A I 0
Gender C c c c c A I 0
Race c c c c A c 1 0
Age c c c c c A l 0
M a r i t a l  S ta tu s c c c c c B 0 1
Appearance c c c c c c 0 0
S o c ia l  A c t i v i t i e s c c c c c c 0 0
•  PSYCHOLOGICAL
Job S a t l s f a c , c c c c c c 0 0
P ercep t* /P ow er c A c c c c 1 0
P e rc e p t . /N e e d s  
S a t i s f a c t i o n
c c c c c c 0 0
P e rc e p t . / Im p t*  
of Needs
c c c c c c 0 0
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T ab le  D - l .  ( c o n t i n u e d )
A -  Academic L ine  and S t a f f  Compared, R eported
to  D i f f e r  (+ )
B -  Academic L in e  and S t a f f  Compared, R eported
Not to  D i f f e r  ( - )
C ■* Academic L ine and S t a f f  Not Compared (0 )
■»T
d
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H igher E d u ca t io n  
L i t e r a t u r e :  N-6
VARIABLES
o
COcn o<oO'
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CO 4  a w
CTiLA
e *
K^S
C/1 H
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CO
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83
« PSYCHO, ( c o n ’ t )
P e r c e p t . / I m p o r t a n c e  
o f  I n n e r  D i r e c te d  
B eh av io r
P e r c e p t • / im p o r ta n c e  
o f  O th e r  D i r e c te d  
B eh av io r
P e rc e p t . /O w n  U n it
P e r c e p t io n  C u r re n t  
Role
P e r c e p t i o n  P re ­
f e r r e d  Role
D i s p o s i t i o n  Toward 
Change
P ercep  t  * / Impor ta n c e  
o f  Work C o n d i t io n
P e r c e p t ■/C o n d i t io n  
o f  Work
P e r c e p t . / im p o r ta n c e  
o f  Pay
C
C
C
C
C
C
C
C
C
C
C
C
0
0
0
0
0
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T ab le  D - l .  ( c o n t in u e d )
A -  Academic Line and S t a f f  Compared, R ep o r ted
t o  D i f f e r  (+0
B m Academic L ine  and S t a f f  Compared, R e p o r te d
R ot t o  D i f f e r  ( - )
C -  Academic L ine  and S t a f f  Not Compared (0 )
-o«roAef>H ig h er  E d u c a t io n  
L i t e r a t u r e ;  N-6
VARIABLES
a■
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fcd
3
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COai1hS
I
C^lOD0%
PSYCHO, ( c o n ’ t )
S a t i s f a c t i o n  
w i th  Pay
P e r c e p t . / Im p o r ta n c e  
o f  E f f o r t  Expend.
P e r c e p t . / J o b  Change 
i n  R e l a t i o n  to  Age 
I n c r e a s e
P e r c e p t . / O r g a n i z e .
C h a r a c t e r i s t i c s
P e r c e p t . / B a s i s  o f  
S t a f f  Power
P e r c e p t . / Amount 
S t a f f  Power
Pe r c e p t I o n / S t a t u e  
o f  S t a f f
P e r c e p t i o n  Alloca** 
t l o n  of R e so u rc e s
B
0 0
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T ab le  0 - 2 ,  Summary o f  C o n te n t  A n a l y s i s  C od ing  R e sp o n se s  f o r  A l l  
H ig h er  E d u c a t io n  Documents I n c lu d e d  In  T e s t i n g  
G e n e ra l  H y p o th e s i s  IV
A “  Academic L i n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e  
L inked t o  B e h a v io r  
6 ■ Academic L i n e - S t a f f  D i s t i n g u i s h i n g  V a r i a b l e  
Not L inked to  B e h a v io r  
C -  Not I d e n t i f i e d  a s  an  Academic L i n e - S t a f f  
D i s t i n g u i s h i n g  V a r i a b l e
H ig h e r  E d u c a t io n  
L i t e r a t u r e i  N-6
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w
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CO01i-H
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CDcn
H-—S
V ifl Qi
hr t
CO
CM
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■wF
LINE-STAPP
DISTINGUISHING
VARIABLES
J 1-4
t/1
3
M
I p
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i-H
| | f A
•  POSITION
A u th o r i t y B C B c A B 1 3
S t a t u e / S a l a r y C c B c c B 0 2
A ccep tan ce C c a c c C 0 1
Jo b  S e c u r i t y C c c c c B 0 L
Autonomy C c c c A C 1 0
0p»/ Advancement 
H i th i n  O rga .
C c c B C C 0 1
Op• /Advancement 
A cro ss  O rg s .
C c c B C C 0 1
C a r e e r  P a th C c c C C B 0 i ;
Def* R o le ,  Task C c c C A C 1 0
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t a b l e  D -2. ( c o n t in u e d )
A -  Academic L i n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b le  
L inked  t o  B eh av io r  
B ■ Academic L i n e - S t a f f  D i s t i n g u i s h i n g  V a r ia b l e  
Not L inked to  B ehav io r  
C ■ Not I d e n t i f i e d  a s  an Academic L in e—S ta f f  
D i s t i n g u i s h i n g  V a r ia b l e
H igher E d u c a t io n  
L i t e r a t u r e s  N-6
o
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COffi
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LINE-STAFF
DISTINGUISHING
VARIABLES
$ | | M H
f i d l l
f A *>
•  PERSONAL
E d u c a t io n c c C c c B 0 1
Gender c c c c c A 1 o
Race c c c c A C 1 0
Age c c c c c B 0 1
•  PSYCHOLOGICAL
P e r c e p t . /P o w e r c A c c c C L 0
P e r c e p t . / J o b  Change 
In  R e l a t i o n  to  Age 
I n c r e a s e
c c c B c C 0 1
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APPENDIX S i SUMMARY OP CODING RESPONSE DATA FOR 
ACADEMIC MIDDLE MANAGEMENT LITERATURE
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t a b l e  B - l * Summary of R e s u l t s  l o t  C a n d id a te  V a r ia b l e s  
Documented In  th e  H ig h er  E d u c a t io n  H ldd le  
Management L i t e r a t u r e
A ■* V a r ia b l e  A d d ressed ,  D i f f e r e n c e  Between L in e  and
S t a f f  Suggested  (+) 
B -  V a r ia b l e  A ddressed ,  D i f f e r e n c e  Between L ine  and 
S t a f f  Not S uggested  
C -  V a r ia b l e  Nat A ddressed  (0)
H ig h e r  E d u c a t io n  
H ldd le  Kan age Bient 
L i t e r a t u r e ;  N-LO
CANDIDATE
VARIABLES
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•  POSITION
A u th o r i t y C A A c C A A C c A 5 0
S ta t u s A C B A C A A A A A 7 1
A ccep tance C c B A C A A A A A 6 1
Job S e c u r i t y B c B C C C C C C A I 2
Autonomy A A A c C C A C C C 4 0
R e s p o n s i b i l i t y B c B c C c C C c A 1 2
Op*/ Advancement A c B A C c A A A A 6 1
W ith in  O rgs.
O p . / P r o f .  D eve lop . A c A A G A A A B C 6 1
Op, /C oiununlcat Ions C A C C 0 A A C A C 4 0
D e f ln .  o f  Role C C C C C C A C A A 3 0
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T a b le  E - l .  ( c o n t in u e d )
A -  V a r ia b le  A d d re s s e d t D i f f e r e n c e  Between L ine  and
S ta f f  S ugges ted  (4 )  
B -  V a r ia b le  A d d re s se d ,  D i f f e r e n c e  Between L in e  and
S ta f f  Not S u g g e s te d  ( - )  
C -  V a r ia b le  Not A d d ressed  (0)
H igher E d u ca tio n  
K idd le  Managetcent 
L i t e r a t u r e :  N~10
CANDIDATE
VARIABLES
inOln—i
03 O U3 Q CO
04
CT*
1 ’w'
l
r-~O'
n
§
§
ppH
V
0*^H-J2  t-~G oi"3 '—^3  v
h
r-<73hH
g &
l l
r-r-Ch
V
i
00
Cji
i
DOr—o->
I
I *"■<Tl
w
I
pi— «1n00£Ti 1—1
B
K
§
f A
•  PERSONAL
E d u c a t io n A C A c c c c c c c 2 0
Gender G c C c c c A c c c 1 0
Race C c C c c c A c c c 1 0
Age C c C c c c C c c c 0 0
A ppearance C c C c c c c c c c 0 0
S o c ia l  A c t i v i t i e s C c C c c c c c c c 0 0
•  PSYCHOLOGICAL
Job S a t i s f a c t i o n B c C c A c B c c B 1 3
P e r c e p t . /Power C G C c C c C c c c 0 0
P ercep t . /O w n  U nit C C C G G c C c c c 0 0
P e r c e p t l o n / P r e -  
f e r r e d  Role
C C C c C c C c c c 0 0
D is p o s i t i o n  
Toward Change
C C C c C c C c c c c
___________
0
3Z?
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Table F - l .  Summary o f  Concent A n a ly s i s  Coding Responses for
General Management Documents f o r  D ifferen ce s
Between L in e  and S t a f f  on Candidate V ariab le s
■1------------
A -  L in a  "More" o r  
o r  " N e g a t iv e ”
B -  L in e  " L e s s "  o r  
o r  " P o s i t i v e "
C ■ Not Documented
" P o s i t i v e " ;  S t a f f  "Leas"
(+
" N e g a t iv e " ;  S t a f f  "More"
( -
a s  a  C a n d id a te  V a r ia b le
- )
+)
G e n e ra l  Manage­
m ent L i t e r a t u r e  
19 50 -1962 : N-6
#“ 4.O1^1c* U"1in inON
oio
g
rr“mi-
95
CN«95
lin
EH
CANDIDATE
VARIABLES
E
1
S_(
5!
| u
£ MFn fA
•  POSITION
A u t h o r i t y A A A C A A 5 0
S t a t u e A c A C C A 3 0
A c c e p ta n c e A A A C A A 5 0
J o b  S e c u r i t y C C C C C C 0 0
Autonomy C c C c c C 0 0
R a e p o n a Ib i  i  i  ty C A C c c c 1 0
O p./A dvancem en t 
W i th in  O rg a ,
A C A c c c 2 0
O p * /P r o f .  D e v e lo p . C C A c c c 1 0
O p ./C o m m u n ica t io n s C C C c c c 0 0
D e f l n .  o f  Role c C C c c A 1 0
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Tab le  F - l .  ( c o n t in u e d  f o r  1950-1962)
A -  L ine  "More" o r  
o r  " N e g a t iv e ' '
B -  Line "L eas"  o r  
o r  " F o a i t t v e "
C -  Not Documented
" P o s i t i v e * j  S t a f f  "Less* 
" N e g a t iv e " ;  S t a f f  "M ore’ 
as a  C a n d id a te  V a r i a b l e
*
(+
( -
- )
+)
G en e ra l  Manage­
ment L i t e r a t u r e  
1950-1962* N-6
o
■D"1.
■w»
in-in(Jt
sCTi in 1 0>
’w '
O
W1
04
5
to<7*
■—i
CANDIDATE
VARIABLES
g
9
1
u
a(J
£
gtoIH
t3
f A f l
•  PERSONAL
E d u c a t io n B c B C c B 0 3
Gender C c C C c c 0 G
Race C c C c c c 0 0
Age A c A c c c 2 0
A ppearance B c B c c c 0 2
S o c ia l  A c t i v i t i e s B c B c c c 0 2
• PSYCHOLOGICAL
Jo b  S a t i s f a c t i o n C c C c c c 0 0
P e rc e p t . /P o w e r c c C c c c 0 0
P erc e p t . /O w n  U n it c c c c c c 0 0
P e r c e p t . / P r e ­
f e r r e d  Role
c c c c c c 0 0
D i s p o s i t i o n  
Toward Change
c B 9 B c c 0 3
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T a b le  P - l . ( c o n t in u e d  f o r  1963-1973)
A ■ L ine  "More" o r  " P o s i t i v e " ; S t a f f  "Leas"
o r  "N e g a tiv e "  ( + - )  
B -  L ine  "Leaa" o r  " N e g a t iv e " ;  S t a f f  "More"
o r  " P o s i t i v e "  ( -  +) 
C ■ Not Documented a s  a C a n d id a te  V a r ia b le
G en e ra l  Manage­
ment L i t e r a t u r e  
1963-1973: N-*7
*D
IJs
r—1 
|
H
t-ln  *—•, 
j  <£
S C
(fi
cnvi i—<
O ^  (JO  VI l-» l-t
9 3 GE
HH
IL
L 
(1
96
8)
HI
CK
S 
(1
97
2)
nIN.&
■w1
net
Ej
f-i
r->S'
Pd
p>
|
f  A f BCANDIDATE
VARIABLES
•  POSITION
A u th o r i t y B C c A A B A a 2
S ta t u e B c C C A C C l I
A ccep tance B c C A A C C 2 1
J o b  S e c u r i t y C c C C C C C 0 0
Autonomy B c C C C C C 0 1
R e s p o n s i b i l i t y C c C A c C C 1 0
Op * / Advancement B A C C c C C 1 1
W ith in  O rg s ,
O p , / P r o f .  D eve lop . C C c C c C C 0 0
Op .  / Communlcat iona C C c C c B A 1 L
D e f ln .  o f  Role C C c C c C A 1 0
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T ab le  F - l . ( c o n t i n u e d  For 1963-1973)
A -  L ine  “More" o r  " P o s i t i v e " ; S t a f f  "Leas"
o r  " N e g a t iv e "  (+  - )  
B * L ine  "Less"  o r  "N e g a tiv e * !  S t a f f  "More"
or " P o s i t i v e *  ( — +) 
C -  Not Documented as a  C a n d id a te  V a r i a b l e
G enera l Manage­
ment L i t e r a t u r e  
L963-1973: H-7
k HI
IwM
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w
f=! L-.
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-■lCNf-.
r-0%4-1
t w 1
r*"l■r*<r-
■n-e
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CANDIDATE
VARIABLES
B
Pft£  \D «  \D J  ffi
8 c
y  ftH fj a
«  ^
V)
Mm
w
E.j i f A fB
•  PERSONAL
E duca tion c c C c c B c 0 1
Gender c c C c c C c 0 0
Race c c c c c C c 0 0
Age c c c c c C c 0 0
Appearance c c c c c C c 0 0
S o c ia l  A c t i v i t i e s c c c c c C c 0 0
•  PSYCHOLOGICAL
Job S a t i s f a c t i o n c A c c c C c I 0
P e rc e p t , /P o w e r c c c c c C c 0 0
P ercep t ,/O w n U nit c G c c c c c 0 0
P e r c e p t . / P r e ­
f e r  red Role
c C A c c c c I 0
D is p o s i t io n  
Toward Change
c C c c c B B 0 2
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T ab le  F - l , ( c o n t in u e d  f o r  1974-1984)
A » L ine  "More" o r  " P o s i t i v e " ;  S t a f f  “L e e s” o r  "Negative*1 (+  - )
B -  L ine  "L ees"  o r  " N e g a t iv e " ;  S t a f f  "More” o r  " P o s i t i v e "  ( -  +)
C -  Not Documented as a C a n d id a te  V a r ia b le
G enera l Manage­
ment L i t e r a t u r e  
1974-1964* N-15 DOM
: >
w
V3
•  POSITION
A u th o r i ty
56S ta tu s
A ccep tance
Job S e c u r i t y
25
LOORea pons i  b i  111 y
Op./Advancement 
W ithin O rga .
O p ,/P ro f*  D evel 100
Op * /Comnun1c a  t I o n  a
D e f i n i t i o n / R o l e 100
a PERSONAL
100Education
100Age
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Table F - l .  ( c o n t in u e d  f o r  1974—1964)
A -  L ine "Hote" o r  " P o s i t i v e " ;  S t a f f  "Lae*" o r  "N e g a tiv e "  (+ - )
B * L ine  "Leaa" o r  “N e g a t iv e " ;  S ta f f  "Hore" o r  " P o s i t i v e "  (-■*■)
C -  Not Documented a s  a  C a n d id a te  V a r ia b le
G en era l  Manage­
ment L i t e r a t u r e ,  
1974-1964: N-15
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1
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OiHw
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y-KkTk1^&
H
Ha
40N
U
SH
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rw<£>r-
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•£>rv
rHquO
Q
fan
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a*hiffi
w1
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CDff)
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fit
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r"S
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w
COw
to
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>
I f A
>
E i»
1
ZA
a
8
CANDIDATE
VARIABLES
* PERSONAL ( c o n ' t )
A ppearance 
S o c ia l  A c t i v i t i e s
cc C C c C B G c C C c C c cX
1 y
0 100
ccC c c C B C c a C c C cc
o y
0 100
•  PSYCHOLOGICAL
Jo b  S a t i s f a c t i o n
P e rc e p t io n /P o w e r
P e rc e p t  ion/Own Unit
P e r c e p t io n  P re ­
f e r r e d  Role
D is p o s i t i o n  Toward 
Change
cc C cc c C C c c C c c C caA 100 0
cc C c c c C
' 1 
c c c C cc c cy
A cC A c c C ccc C c c cc
H
0 >  
/o 100 0
ccC c c c C ccc C c c c c
0 > 
/ l too 0
G c C c c c C cc c C G B c cr /
0 100
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Table  F-2* Summary o f  Concent A n a ly s is  Coding Responses f o r  H igher
E duca tion  Documents f o r  D i f f e r e n c e s  Between Academic
L ine  and S t a f f  on C an d id a te  V a r ia b l e s
A -  Line "More*’ o r  " P o s i t i v e " ;  S t a f f
"L ess"  o r  " N e g a t iv e "  ( + 
B ■ Line "Leas" o r  " N e g a t iv e ” ; S t a f f
"More" o r  " P o s i t i v e "  (~  
C -  Not Documented as  a C an d id a te  V a r ia b le
+ 
1
■v 
V
H igher E duca tion  
L i t e r a t u r e :  N-3
r tO«
OD0"i 4^5 1—1
oa
3Ha TO
TA
L
CANDIDATE
VARIABLES
PUM H>
s s i l f A
XA IB
•  POSITION
A u th o r i ty c A c 1 0 100 0
S ta t u s c C c 0 a - -
A ccep tance c C c 0 0 - -
Jo b  S e c u r i t y c C c 0 0 - -
Autonomy c A c 1 0 100 0
R e s p o n s ib i l i t y c C c 0 0 - -
Op./Advancement 
W ith in  O rgs.
c C c 0 0 — —
O p # /P ro f .  D evelop. c c c 0 0 - -
Op * / C onoun ica tlone c c c 0 0 - -
D e f i n i t i o n  o f  Role c A c 1 0 100 0
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T ab le  F - 2 .  ( c o n t in u e d )
A "  L ine  "Mote’* o r  " P o a l t i v e " ; S t a f f
"L eas"  o r  "N eg a tiv e"  (+ 
B ■ L ine "L*aa" o r  " N e g a t iv e " \ S t a f f
"More" o r  " P o s i t i v e ” ( -  
C "  Not Documented as  a C a n d id a te  V a r ia b le
+ 
1
V 
W
H igher E d u ca tio n  
L i t e r a t u r e :  N-3
O
•CD*
‘wr
H-—s
CO<Ti
1rfl
(N«ffi
w 1 3HQ
CANDIDATE
VARIABLES Si II ea
H
ZA
H
l b
* PERSONAL
E d u c a t io n C c c 0 0 - -
Gender C c B 0 L 0 100
Race c B C 0 1 0 100
Age c C C 0 0 - -
A ppearance c C C 0 0 - -
S o c ia l  A c t i v i t i e s c C C 0 0 - -
* PSYCHOLOGICAL
Jo b  S a t i s f a c t i o n c C C o 0 - -
P e r c e p t . /P o w e r A C C l 0 100 0
P erc e p t , /O w n  U n it c C C 0 0 - -
P e r c e p t . / P r e ­
f e r r e d  Role
c C C 0 0 — -
D i s p o s i t i o n  
Toward Change
c c C 0 0 — -
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T ab le  F - 3 .  Summary o f  Review o f  H igher E d u c a t io n  H ld d le  Management
Documenta f o r  D i f f e r e n c e s  Between Academic S t a f f  P o s i t i o n s
and O th e r  Academic Groups on C an d id a te  V a r i a b l e s
A -  O th e r  "Mote" o r  " P u B i t l v e " ;  S t a f f "Leaa" o r  "N e g a tiv e "  (+ ->
■
B -  O th e r  "L ess"  o r  "N e g a t iv e "1; S t a f f "More" o r  " P o s i t i v e "  ( - +)
C -  Not I d e n t i f i e d  aa a D i s t i n g u i s h i n g  V a r i a b l e
H ig h er  E d u c a t io n ,a -%
£  i—i 
■— ■■
F^olr—, ffi
■’w '
* I*""1""1!r^ .
OQ
ayi—1
>d
H ld d le  Management 
L i t e r a t u r e ;  N-10 r-
■w1
HCl
■U
CTi 
3^ w
I I
r-h-Chp—i
BOr-.0"i
■ w 1
C1
r -Ci•—i
DO*
V 1 TO
TA
L
l4 EA AdF .1  i_ J* M &5
CANDIDATE
VARIABLES
cn a  tn a  M O A J
6
?
N NS5 t-5  o\ 
pi 'W'
— 1 w O M cn h %
So
B S
&
3
fA SA m
•  POSITION
A u th o r i t y c B A c C A A C C A 4 1 80 .0 2 0 .0
S t a t u e A C C A C A A A A A 7 0 100.0 0 . 0
A ccep tan ce C C C A C A A A A A 6 0 100.0 0 . 0
Jo b  S e c u r i t y C C c C C C C C C A t 0 100.0 0 , 0
Autonomy A B A C C C A C C C 3 1 75 .0 2 5 . 0
R e s p o n s i b i l i t y C C G C C C C c c A 1 0 1 0 0 . 0 0 . 0
O p./A dvancem ent A C C A G C A A A A 6 0 100.0 0 , 0
W ith in  O rg a .
O p . / P r o f .  Dev. A C A A C A A A C C 6 0 1 0 0 . 0 0 . 0
Op• /Coramunlca. C B C G C A A C A C 3 1 75 ,0 2 5 .0
D e f ln ,  o f  Rule C C C C C C A C A A 1 0 1 0 0 . 0 0 , 0
—
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T ab le  F -3 .  ( c o n t i n u e d )
A * O th e r  "More" o r  " P o s i t i v e " ;  S t a f f  "L eas"  o r  " N e g a t iv e 1 
B »  O th e r  "Leae" o r  " N e g a t iv e " i  S t a f f  "More" o r  " P o a i t i v e 1 
C »■ Not i d e n t i f i e d  ae  a  D i s t i n g u i s h i n g  V a r ia b l e
■ (+ 
■ ( -
->
+>
H ig h e r  E d u ca t io n  
M iddle Management 
L i t e r a t u r e s  N-10
O'
-—*
*—s(Vtc-sii'_*
cnr*cr-
+rHm
+>
h.F".fft
uB w
E  g
#-Klr-i.r-
■a—-1
COr-
p—iTOn
B\
W
*mI--Ol4^
r"tcpffi
w T
OT
AL
TO
TA
L
CANDIDATE
VARIABLES
Ul 3to fi H O P9 iJ
ML3u
§
E 5  e  r*- S  O'■ jG
bouUS
E
§
EouVi I
i-1HUl
3 f A f B
Xk SB
* PERSONAL
E d u c a tIo n A c A c c C c C c C 2 0 100.0 0 .0
Gender C c C c c c B c c C 0 1 0 .0 100.0
Race C c C c c C B c c c 0 1 0 .0 100.0
Age C c c c c C C c c c 0 0 - -
A ppearance C c c c c C C c c c 0 0 - -
S o c i a l  Activ* C c c c c C C c c c 0 0 - -
a PSYCHOLOGICAL
------
J o b  S a t i s f a c t i o n c c c c A C C c c c 1 0 100 .0 0 .0
P e r c e p t . /P o w e r c c c c c c C c c c 0 0 - -
P e r c e p t  */Own 
U n it
c c c c c c C c c c 0 o - -
P e r c e p t . / P r e ­
f e r r e d  Role
c c c c c c C c c c 0 0 - -
□ l s p o a l t  ton 
Toward Change
c c c c c c C c c c 0 0 — —
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Table G - t .  Summary nf C o n ten t  A n a ly s ts  Coding R esp o n ses  For G en era l
Management Documenta f o r  Im p a c ts  on Managers A a a o c la te d
w i th  D i f f e r e n c e s  on C a n d id a te  V a r i a b l e s
A -  L in a  Advantaged; S t a f f  D is a d v a n ta g e d  
B “ L in e  D isad v an tag ed ; S t a f f  A dvantaged 
C » L in e  D isad v an tag ed ; S t a f f  D isa d v a n ta g e d  
D -  O th e r  (xx; - a ;  x+; o - ;  oo>
E -  Not Documented a s  a C an d id a te  V a r ia b l e
( n
( - *
C-,
->
+)
- )
G e n e ra l  Manage­
ment L i t e r a t u r e :  
1 9 5 0 -1 9 6 2 t N-6
f--soknm
■ i
mm
O'
1T|ON
o<£CTi H - S
"OCTl
Oi
1uaCANDIDATE
VARIABLES
Q §
u
£
e[AH f A f B £c f D
•  POSITION
A u th o r i t y A A A E c A 4 0 1 0
S t a t u s A E A E E A 3 0 0 0
A ccep tan ce A A A E C A 4 0 1 0
Jo b  S e c u r i t y E E E E E E 0 0 0 0
Autonomy E E
x
E E E E 0 0 0 0
R e s p o n s i b i l i t y E Dx E E E E 0 0 0 1
Op./Advancement 
W ith in  Orgs*
A E A E E E 2 0 0 0
O p . /P ro f*  Develop* E E A E E E I 0 0 0
Op . /Conmiunl c a t  Ions E E E E E E 0 0 0 0
D e f ln .  o f  Hole E E E E E Dx 0 0 0 1
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T able G—1 .  ( c o n t i n u e d  (or 1950-1962)
A “ L in e  A d v an tag ed ; S t a f f  D isadvantaged  
B "  L ine  D is a d v a n ta g e d ;  S t a f f  Advantaged 
C "  L in e  D ie a d v a n ta g e d ;  S t a f f  D isadvantaged 
D -  O th e r  (a x ;  - x ;  x+; o - ;  oo)
E -  Not Documented as a C an d id a te  V a r ia b le
(+ ,
+)
- )
G e n e ra l  Manage­
m ent L i t e r a t u r e :  
1950 -1962 ; N-6
oin <->LnLnCXi
p—*O' u~i Oi ■ 1-—'
o
*
■3%
CN|
£
lWp
H
CANDIDATE
v a ria bl es
OH g o o
£ H(»♦
EA
H
f A f B fc f D
•  PERSONAL
E d u c a t io n Dx E C E E Dx 0 0 1 2
G ender E E E E E E 0 0 0 0
Race E C E E E E 0 0 0 0
Age C E C E E E 0 0 2 o
A ppearance C E C E E E 0 0 2 0
S o c i a l  A c t i v i t i e s C E C E E E 0 0 2 0
a PSYCHOLOGICAL
J o b  S a t i s f a c t i o n E E E E E E 0 0 0 0
P e r c e p t I o n /P o w e r E E E E E E 0 0 0 0
P e rc e p t . /O w n  U n it E E B E E E 0 0 0 0
P e r c e p t . / P r e ­
f e r r e d  Role
E E E E E E 0 0 0 0
D i s p o s i t i o n  
Toward Change
E C C D- E E 0 0 2 I
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Table G - l» ( c o n t in u e d  f a r  1963-1973)
A " L ine  Advantaged; S t a f f  D isadvan taged  
B -  L ine  D isadvantaged; S t a f f  Advantaged 
C * Line D isadvantaged; S t a f f  D isadvan taged  
D -  O th a r  (jex; *+; o - j  0 0 )
E -  Net Documented aa a  C and ida te  V a r i a b l e
(+  -> 
<*■ +> 
( -  - )
G eneral Manage­
ment L i t e r a t u r e :  
1963-1973: N-7 Oh ■—1 1M
£  4  —iS-i
,r—CO
■-HW r-Ch
W'
d>
w
r-
PC
CANDIDATE
VARIABLES
SH a  oJ  CP,
g c
Q oV) M
<  ^  J  L3
n  ^ §
' to
aH
M M-1 i f A f B f c f D
a POSITION
A u tho ri ty B E E c A B A 2 1 1 0
S ta tu e B E E E A E E I 1 0 0
Acceptance B E E C A E E 1 1 1 0
Job S ecu r i ty E E £ E E E £ 0 0 0 0
Autonomy B E E E E E E 0 1 0 0
R e s p o n s ib i l i ty E E E C E E E 0 0 1 0
Op * /Advancement 
W ithin Orga*
B A E £ E E E 1 1 0 0
O p . /P ro f ,  D evelop. E E E E E E E 0 0 0 0
Op, / C onnunlcatIona E E £ E E B C 0 I 1 0
D e f ln .  of Role E K E S E E C 0 0 1 0
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Table G-l* { c o n t in u e d  f o r  1963-1973)
A -  L in e  A dvantaged ; S t a f f  D isad v an ta g ed  
B -  L in e  D lsa d v a n ta g e d j  S t a f f  A dvantaged 
C “ L in e  D is a d v a n ta g e d ;  S t a f f  D is a d v a n ta g e d  
D -  O th e r  (xx; - a j  a+ j o - ;  m )
E -  Not Documented a s  a C a n d id a te  V a r ia b l e
(+ - )  
( -  +) 
( -  - )
G e n e ra l  Manage­ DO r-->
h
r-i
ment L i t e r a t u r e : 'D n o> &<Tn Oi■—i CTi
1963-1973: N-7 ■i—i ? ffi
r->O' k—rM £5
ss <5 o M A-
CANDIDATE 1
53 2E3 vD 
lJ  O'
W M
1
c/i
MM >-i
|
f A f c f D
VARIABLES 3 i5 ‘w ta < o M h -t £
a  PERSONAL
E d u ca tio n E E E E E B E 0 1 0 0
Gender E E E E E E E 0 0 0 o
Race E E E E E E E 0 0 0 0
Age E E E E E E B 0 0 0 0
A ppearanee E E E E E E E 0 0 0 0
S o c ia l  A c t i v i t i e s E E E E K E E 0 0 0 0
a PSYCHOLOGICAL
Jo b  S a t i s f a c t i o n E A E E E E E 1 0 0 0
P e rc e p t  Ion /P ow er E E E E E E E 0 0 0 0
P ercep t . /O w n  U n it E E E E E E E 0 0 0 0
P e r c e p t . / P r e ­ E E D— E E E E 0 0 0 1
f e r r e d  Role
D i s p o s i t i o n E E E E E B C 0 I 1 0
Toward Change
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Tab le  G - l ■ ( c o n t i n u e d  f o r  1974-1984)
A -  L ine  A dventegad ; S t a f f  D is a d v a n ta g e d  {+ - )
B -  L ine  D is a d v a n ta g e d ;  S t a f f  A dvantaged  ( -  +)
C ■ L in e  D is a d v a n ta g e d ;  S t a f f  D is a d v a n ta g e d  ( -  - )
D ■ O th e r  (xx; - a ;  x+; o - ;  oo)
E * Not Documented a s  a  C a n d id a te  V a r i a b l e
G eneral Manage­
ment L i t e r a t u r e  
1974-19B4 r NM5
hJ f-5  tn 
4
i s3  M 
pS «
r-.o%H
to
rt
in
ffi •—i '_*
M
HU
■ti
Chi-HL0 W
U St
Hi O  A CJ
0^f^ .■fflCM
tn
sno
—^  
r-'
W
14 £3 
w £
l lM ?
h
pH
4-1V
i-i^>
a su+ ^
CDr-i p^H
-Ul
GO
B
S
*p-l4
4J
35 <71
s sto M
ONr-.
HU?
3
CM00
pH-w-1
KO
P
2
N(OO'.
w
«91i—1
CO
K
rp ("mw91
■•w'
a
g
■
CO
-
CANDIDATE
VARIABLES
•  POSITION
A u th o r i ty E B A A A A A B E C E B E B A
S ta tu s B E C A B E E B E E E B E E E
A cceptance E E A A A A A E A C E B A E A
Job S e c u r i t y E e E E E A E E E E E E E E A
Autonomy E B E E E E E E E B E E E B A
X K
R e s p o n s i b i l i t y E E E E Dk E E B E E E B E D+ a
Op i /  Advancement E B E E E E A B E E E B E B E
W ithin O r g s ,
O p . / P r o f .  Dev. E E E E E E E E E E E E E E E
Op. /  Conann 1 c a , E B E E E A B E A B E E E E E
D e f in .  o f  Role E E A E E E E E E E C E E E 8
a  PERSONAL
E d u ca tio n E B E E Dk E B E E C E Dx E E E
Gander E E E E E E E E E E E E E E E
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T ab le  C - l . ( c o n t in u e d  f o r  1974-19B4)
A -  L in e  Advan taged;  S t a f f  D isadvan taged  
B ** Line D is ad v an ta g ed ;  S t a f f  Advantaged 
C “ L in e  D is ad v an ta g ed ;  S t a f f  D i s a d v a n ta g e d  
D -  O t h e r  <xk; x+i o - f  oo)
E — Not Documented as  a C a n d id a te  V a r i a b l e
(+  ->  
(- +> (- - )
G en e ra l  Manage­
ment L i t e r a t u r e  
1974-1984* N-15
i s
uO HI
i p
e*  ^m a
r~~
kT|r-o>
'vr
Hg
r-a
btt w
•£>
O'fH
"O
r - .■Ul
V/ ■—1
+*a>
05r-tf’i*-4■wF
DO
O'
1
14
4_>
r—^O'
O'
V
H™h
CO CMCOO'
iM
CD
F—1W
CO
s:
r>coffi
£
CANDIDATE
VARIABLES
3«
MU I In  u
srt
«aO l o
u) \D 
HZlcrt
P*H W 1
S  O' S  r '  3E O'
(A w
totoo23 %Ph 1 toj*
■ PERSNL. ( c o n )
Race E B E B B E E B E E a E E E E
Age E B E E E E Do E E C E E E E B
Appearance E E E E E E Do E E E E E E E E
S o c i a l  A c t i v . B E B E E B Do E E C E B a a E
*  PSYCHOLOGICAL
Job  S a t i s f a c . E B £ B E E E E E E a B E E E
P e t c e p t . / P o w e r E E E E E E E E E E a B E E E
P e r c e p t , /Own 
U ni t
A E B A R B E E E B E E E a E
P e r c e p t . / P r e ­
f e r r e d  Role
B % E E E B E E a B E E a E a
D i s p o s i t i o n  
Toward Change
E E E a E E E E B E E B c E a
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TabLe G - l < ( c o n t in u e d  f o r  1974-19B4)
A “ Line Advantaged;  S t a f f  D isadvan ta ged  
A -  L ine  D isadvan ta ged ;  S t a f f  Advantaged
<+ - )  
<- +)
C * Line  D isadvan ta ged ;  S t a f f  D isadvan taged  ( -  - )
Hot Documented an a C a n d i d a t e  V a r i a b l e
G e n e r a l  Manage­
ment L i t e r a t u r e  
1974-19A4* N-15
Ef %k
a  POSITION
57.0 14.0 0 . 0
33 .0 0,011.0
72 .0 11.0Acceptance 16.0
67 .0J ob  S e c u r i t y 0 .0 0 . 0
0.0
17.0 50 .00.0R e s p o n s i b i l i t y
Op• /Advancement 
W i th in  Orgs. 0.0
100.0 0,0 0 . 00.0
14 .02 9 .0 57 .0 0.0
D e f l n ,  of  Role 50.0
25 .0E d u c a t io n 50 .0
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T ab le  G - l * ( c o n t in u e d  f o r  1974-1984)
A “ L i n e  Advantaged;  S t a f f  D is ad v an ta g ed  
B -  L in e  D isadvan taged ;  S t a f f  Advantaged 
C ■ L i n e  D is ad v an ta g ed ;  S t a f f  D isadvan taged
Not Documented a s  a C a n d id a te  V a r i a b l e
G ene ra l  Manage­
ment L i t e r a t u r e  
197 4-1984; N-15
•  POSITION
Race
75 .00 . 0
Appearance 6 7 .0
S o c i a l  Actlv
a PSYCHOLOGICAL
Job S a t l s f a c 100.0 o . a
P e r c e p t . / P o w e r
Percep t . /Ow n 
D n i t
100 .0 0 . 0
0 . 0 0 .0
D i s p o s i t i o n  
Toward Change 6 7 .0
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T ab le  G -2 .  Summary o f  C o n te n t  A n a ly s t s  Coding R esponses  fo r  Higher
E d u c a t io n  Documenta f o r  I n p a c t a  on Academic Managers
A s s o c i a t e d  w i t h  D i f f e r e n c e s  on C an d id a te  V a r ia b le s
A ” L ine  A d v a n ta g e d ;  S t a f f  D is a d v a n ta g e d  
B -  L i n e  D i s a d v a n t a g e d ;  S t a f f  Advantaged 
C *  L i n e  D i s a d v a n t a g e d ;  S t a f f  D is ad v an ta g ed  
D -  O th e r  (mi;  - x ;  n+; o - ;  oo)
E -  Not Documented a s  a  C a n d i d a t e  V a r i a b l e
<+■ - )  
( -  +> 
( -  - )
H ig h e r  E d u c a t i o n  
L i t e r a t u r e :  N-3
0co01
r*j
CO CTi uO ~-i
EMCOE7'.
TO
TA
L
TO
TA
L
1
TO
TA
L 
! 1
TO
TA
L
CANDIDATE
VARIABLES
| S  <  
E gw E-f 11f A fc f D XA XB XC SD
•  POSITION
A u t h o r i t y E A E I 0 0 0 100.0 0 . 0 0 . 0 0 .0
S t a t u e E E E 0 0 0 0 - - - -
A c c e p ta n c e E E E 0 0 0 0 - - - -
J ob  S e c u r i t y E R E 0 0 0 0 - - - -
Autonomy E A E L 0 0 0 100,0 0 . 0 0 . 0 0 .0
R e s p o n s i b i l i t y E E E 0 0 0 0 - rB- - -
O p. /A dvancem en t  
W i t h i n  O r g s .
E E E 0 0 0 0 - - - -
O p . / P r o f ,  D e v e l o p , E E E 0 0 0 0 - - - -
O p , / C o m m u n i c a t i o n s E E E 0 0 0 0 - - - -
D e f i n .  o f  R o le E A E 1 0 0 0 100.0 o .o 0 . 0 o.o
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T a b le  G -2 » ( c o n t i n u e d )
A “  Line Advantaged;  S t a f f  D isadvan taged  
& * Line D is a d v a n ta g e d ;  S t a f f  Advantaged 
C ”  Line D is a d v a n ta g e d ;  S t a f f  D is ad v an ta g ed
(+ - )  
( -  + )  
( -  - )
D -  Other (*x ;  - a ;  *+; o - ;  oo)
E ■ Not Documented a s  a C a n d i d a t e V a r i a b l e
o00
kV
H igher  E d u c a t i o n  
L i t e r a t u r e i N*3
H--S
CO ’wi
* « j TO
TA
L
TO
TA
L
TO
TA
L
TO
TA
L
CANDIDATE
I s
I I fA f c f E
I k XB 1C 3SD
VARIABLES 36 S
•  PERSONAL
E d u c a t io n E E E 0 0 0 0 — — — -
Gender E E
0
Do 0 c 0 1 0 . 0 0 . 0 0 . 0 100 .  0
Race E
0
Do E 0 0 0 1 0 . 0 0 . 0 0 . 0 1 0 0 .0
Age E E E 0 0 0 0 - - - -
A ppearance E E E 0 0 0 0 - - - -
S o c i a l  A c t i v i t i e s E E E 0 0 0 0 - - - -
•  PSYCHOLOGICAL
J ob  S a t i s f a c t i o n E E E 0 0 0 0 - - - -
P e r c e p t  Io n /P o w er A E E 1 0 0 0 100,0 0 . 0 0 , 0 o . o
P e rc e p t . / O w n  Uni t E E E 0 0 0 0 - - -
P e r c e p t . / P r e ­
f e r r e d  Role
E E E 0 0 0 0 - - - —
D i s p o s i t i o n  
Tovard  Change
E E E 0 a 0 0 “ —
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The p u rp o s e  of  t h i s  s t u d y  was t o  a n a ly z e  t h e  e x i s t i n g  l i t e r a t u r e
t o  d e t e r m i n e  how t h e  i i n e - e t a f f  s t r u c t u r e  nay i n f l u e n c e  academic  mana­
g e r s  and t h e i r  I n s t i t u t i o n s .  The s t u d y  focused  on I d e n t i f y i n g  b e h a v i o r -  
l i n k e d  l i n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  on which academic  l i n e  and 
s t a f f  managers  may d i f f e r .  Emphas is  was p laced  on u s i n g  i n f o r m a t i o n  In 
t h e  l i t e r a t u r e  t o  g e n e r a t e  new r e s e a r c h  p r o p o s i t i o n s .
F o r t y - f o u r  documents which compared l i n e  and s t a f f  managers on one
o r  more p o s i t i o n ,  p e r s o n a l ,  and p s y c h o l o g i c a l  v a r i a b l e s  were rev ie w e d
u s in g  a s t r u c t u r e d  c o n t e n t  a n a l y s i s  p r o c e d u r e .  Twenty-one b e h a v i o r -  
l i n k e d  l l n e - s t a f f  d i s t i n g u i s h i n g  v a r i a b l e s  were i d e n t i f i e d .  The 
s t r e n g t h  o f  e a c h  v a r i a b l e  a s  a c a n d i d a t e  f o r  f u t u r e  r e s e a r c h  i n  h i g h e r  
e d u c a t i o n  was measured by w e i g h t i n g  e a c h  v a r i a b l e  f o r  b r e a d t h  and f r e ­
quency  o f  d o c u m e n t a t i o n ,  c o n s i s t e n c y  I n  r e p o r t e d  f i n d i n g s ,  and c o n t i n u ­
i t y  o f  i n t e r e s t .  Dominant d i f f e r e n c e ,  im pac t ,  and b e h a v i o r  p a t t e r n s  
f o r  e a c h  v a r i a b l e  were d e t e r m in e d  by c a l c u l a t i n g  t h e  p e r c e n ta g e  o f  
ag reement among documents on 1} how managers  were r e p o r t e d  t o  d i f f e r  on 
a c a n d i d a t e  v a r i a b l e ;  2) how managers were r e p o r t e d  t o  be im p ac te d ,
I . e . ,  a d v a n ta g e d  or  d i s a d v a n t a g e d ,  by d i f f e r e n c e  on a v a r i a b l e ;  and 3) 
what o r g a n i s a t i o n a l l y  r e l e v a n t  b e h a v i o r s  were r e p o r t e d  t o  be a s s o c i a t e d  
w i t h  d i f f e r e n c e  on a v a r i a b l e .  A l l  a n a l y s e s  were per fo rm ed  u s in g  d a t a  
o b t a i n e d  t h r o u g h  t h e  c o n t e n t  a n a l y s i s  p r o c e d u r e .
I t  was conc luded  t h a t  t h e  l i t e r a t u r e  i n d i c a t e s  t h a t  t h e  l i n e - s t a f f  
s t r u c t u r e  s h a p e s  t w e n t y -o n e  v a r i a b l e s  d i f f e r e n t l y  f o r  l i n e  and s t a f f  
managers and t h a t  d i f f e r e n c e s  on t h e s e  v a r i a b l e s  can l e a d  t o  b e h a v i o r s  
which d i s r u p t  o r g a n i s a t i o n a l  f u n c t i o n i n g .  F u r t h e r ,  t h e  l l n e - s t a f f  
s t r u c t u r e  a p p e a r s  t o  i n f l u e n c e  academic  managers In much th e  sane  way 
a s  i t  d o e s  t h e i r  c o u n t e r p a r t s  i n  o t h e r  o r g a n i z a t i o n s .  I t  was a l s o  con­
c l u d e d  t h a t  some of  t h e  v a r i a b l e s  a r e  s t r o n g e r  c a n d i d a t e s  fo r  s t u d y  in  
h i g h e r  e d u c a t i o n  th a n  o t h e r s ,  and t h a t  l e v e l s  of  agreement among docu­
ments on d i f f e r e n c e s ,  I m p a c t s ,  and b e h a v i o r s  were s u f f i c i e n t l y  h i g h  t o  
s u p p o r t  u s i n g  t h e s e  d a t a  t o  f o r m u l a t e  new r e s e a r c h  p r o p o s i t i o n s  a bou t  
t h e  l l n e - s t a f f  s t r u c t u r e  and  i t s  i n f l u e n c e  on academic  managers .
S p e c i f i c  c o n c l u s i o n s  f o r  e a c h  c a n d i d a t e  v a r i a b l e  were e x p r e s s e d  a s  
new r e s e a r c h  h y p o th e s e s  about  e x p e c t e d  d i f f e r e n c e s ,  im p a c t s ,  and b e h a v ­
i o r s .  O v e r a l l ,  t h e s e  h y p o t h e s e s  i n d i c a t e d  t h a t  academic  l i n e  managers 
may be f a v o r e d  by t h e  l l n e - s t a f f  s t r u c t u r e  w h i le  a t a f f  managers may be 
d 1 sad va nt aged .
